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Abstract 
As the online education market continues to mature, institutions of higher education will respond to 
student demand by employing quality faculty members. Faculty members need unique training to 
successfully teach online. While the effect of training on job satisfaction has been investigated in the 
realm of business, it has not been tested extensively in the realm of online higher education. A 
convenience sample of 497 Iowa Community College Online Consortium (ICCOC) faculty members was 
invited to participate, and 148 responded. A quantitative study utilizing regression analysis investigated 
the relationship between the training methodology of online course module completion and job 
satisfaction and the amount of training received and job satisfaction reported for faculty members who 
teach online, while controlling for the factors of gender and age. A survey methodology was used, 
whereby faculty members self-reported the training individual faculty members received, as well as the 
amount of training received. Overall job satisfaction was operationalized to assess current overall faculty 
job satisfaction through the use of the Index of Job Satisfaction (IJS) created and tested by Brayfield and 
Rothe (1951). Specifically, this study surveyed faculty members who teach for the ICCOC. The study was 
unable to find a statistically significant relationship for either training as a yes/no variable and overall job 
satisfaction (p=.463>.05) or a relationship between training as a continuous variable and overall job 
satisfaction (p=.330>.05), controlling for age and gender. There was also not enough evidence for a 
relationship between gender and job satisfaction (RQ1 p=.557>.05 and RQ2 p= .542>.05) for either 
research question. There is evidence in this study to support the literature review, of a linear relationship 
between age and overall job satisfaction (RQ1 p=.023<.05 iii and RQ2 p=.028<.05). The results of this 
study will be useful for school administrators as they seek cost conscious ways to improve faculty job 
satisfaction in a changing online environment. 
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As the online education market continues to mature, institutions of higher education will 
respond to student demand by employing quality faculty members. Faculty members 
need unique training to successfully teach online. While the effect of training on job 
satisfaction has been investigated in the realm of business, it has not been tested 
extensively in the realm of online higher education. A convenience sample of 497 Iowa 
Community College Online Consortium (ICCOC) faculty members was invited to 
participate, and 148 responded. A quantitative study utilizing regression analysis 
investigated the relationship between the training methodology of online course module 
completion and job satisfaction and the amount of training received and job satisfaction 
reported for faculty members who teach online, while controlling for the factors of 
gender and age. A survey methodology was used, whereby faculty members self-reported 
the training individual faculty members received, as well as the amount of training 
received. Overall job satisfaction was operationalized to assess current overall faculty job 
satisfaction through the use of the Index of Job Satisfaction (IJS) created and tested by 
Brayfield and Rothe (1951). Specifically, this study surveyed faculty members who teach 
for the ICCOC. The study was unable to find a statistically significant relationship for 
either training as a yes/no variable and overall job satisfaction (p=.463>.05) or a 
relationship between training as a continuous variable and overall job satisfaction 
(p=.330>.05), controlling for age and gender. There was also not enough evidence for a 
relationship between gender and job satisfaction (RQ1 p=.557>.05 and RQ2 p= .542>.05) 
for either research question. There is evidence in this study to support the literature 





and RQ2 p=.028<.05). The results of this study will be useful for school administrators as 









Thanks be to my Heavenly Father, my Lord Jesus, and the Holy Spirit who decided that it 
would be good for me to complete this project and gave me the strength to do it. Help me, 
with the doors this degree will open, to do the works You have prepared in advance for 
me to do. 
 
I want to thank my godly and beautiful wife and best friend Deanne; and my two 
daughters: Shaina and Sage. I didn’t bear this burden alone but it was shared with help 
from all of you. I am sorry for the time we did not share together because it was given 
instead to this paper. Deanne, you have been a wonderful encourager and supporter 
during this season. There is no one that I would rather walk through life with than you. 
Thanks to my broader family too. Every time you asked the simple question of how 
things were going, you were an encouragement and a blessing. 
 
I had a lot of help along the way: 
Sherri L. – You gave me many hours proofreading my work and helping me find my 
written voice. 
Craig S. and Jeff S. – You pointed me in the right direction with my topic and were so 
helpful at the beginning. 
Tim VS. – You helped me formulate my problem statement what feels like so long ago. 
Erik H. - your early morning visit a long time ago helped build the confidence that I may 
be able to do this. 
Shirley F. – You delivered copies and timely words of encouragement. 
Ryan B. – You answered my elementary questions about sample size with grace. 
Gretchen B - You answered my many-many-many questions as I was going through this 
process.  
Micah S., Jorita M., and Ashley H. you helped at one point or another with my research. 
Kim B. - You helped me organize my thoughts with the job satisfaction spreadsheet. 
Valorie Z. - You helped me and were gracious with my elementary statistics questions. 
Nathan T. – You helped me incredibly with SPSS and were so giving of your time to help 
me hear what my data was saying. 
Dale Z. – You offered a listening ear and help and resources for SPSS. 
Art A. – You regularly offered a word of encouragement and a “keep up the good work.” 
Erica V. – You kept asking how my paper was coming even though my answers were not 
always positive. 
Randy S. – You heard more than your share of my challenges and trials.  
Eric M. – You helped me discover the questions I was trying to ask. 
 
Thanks to so many others who helped out in ways, great and small, without which I could 
not have accomplished this task.  
 
I would like to thank Dr. Whitemarsh, Dr. Wallio, and Dr. Wickersham, who each held 
the baton of my Dissertation Chair at some point in this process. Thank you for the 
continual encouragement, edification, and the example. You all see education as an 






Support for this research by the Iowa Community College Online Consortium (ICCOC), 
is gratefully acknowledged. Special thanks go to ICCOC Directors Steve R. and Mark W, 
for the authorization to do this study, and Tracy S. who created the email list I needed. 
Everyone at the ICCOC is so helpful! 
 
I would finally like to thank the faculty members at the ICCOC who put up with my 
email requests and for their participation in the survey. I would not have been able to 
collect the necessary data to complete this study without your assistance. Thank you all 
for your help! 
 
I think it is easy to see, and I feel it is summarized best, in the words of 
scholar.google.com - I stood on the shoulders of giants to complete this. 
 






List of Tables ................................................................................................................... viii 
List of Figures .................................................................................................................... ix 
Chapter 1: Introduction ....................................................................................................... 1 
Background ................................................................................................................... 2 
Statement of the Problem .............................................................................................. 5 
Purpose of the Study ..................................................................................................... 6 
Nature of the Study ....................................................................................................... 8 
Significance of the Study ............................................................................................ 10 
Definition of Key Terms ............................................................................................. 11 
Summary ..................................................................................................................... 12 
Chapter 2: Literature Review ............................................................................................ 14 
Documentation ............................................................................................................ 14 
Anywhere, Anytime Learning .................................................................................... 15 
Teaching Online is Not Like Face to Face.................................................................. 21 
Resistance to Online Teaching.................................................................................... 27 
Overcoming Faculty Resistance To Teaching Online ................................................ 32 
The Importance of Institutional Support when Teaching Online ............................... 34 
Importance and Benefit of Training ............................................................................ 36 
Job Satisfaction ........................................................................................................... 41 
Training and Job Satisfaction...................................................................................... 54 
Summary ..................................................................................................................... 56 
Chapter 3: Research Method ............................................................................................. 58 
Research Methods and Design(s)................................................................................ 59 
Population ................................................................................................................... 62 
Sample......................................................................................................................... 63 
Materials/Instruments ................................................................................................. 64 
Operational Definition of Variables ............................................................................ 65 
Data Collection, Processing, and Analysis ................................................................. 66 
Assumptions ................................................................................................................ 70 
Limitations .................................................................................................................. 71 
Delimitations ............................................................................................................... 74 
Ethical Assurances ...................................................................................................... 74 
Summary ..................................................................................................................... 76 
Chapter 4: Findings ........................................................................................................... 77 
Results ......................................................................................................................... 78 
Evaluation of Findings ................................................................................................ 86 





Chapter 5: Implications, Recommendations, and Conclusions ........................................ 92 
Implications................................................................................................................. 95 
Recommendations ..................................................................................................... 105 
Areas of further research ........................................................................................... 106 
Conclusions ............................................................................................................... 107 
References ....................................................................................................................... 110 
Appendixes ..................................................................................................................... 128 
Appendix A: Authorization to Survey ............................................................................ 129 
Appendix B: Recruitment Email #1 ................................................................................ 130 
Appendix C: Recruitment Email #2 ................................................................................ 132 
Appendix D: Recruitment Email – Final ........................................................................ 134 
Appendix E: Survey Questions ....................................................................................... 136 
Appendix F: Brayfield-Rothe Job Satisfaction Scale (BRJS) Permission to Use .......... 138 
Appendix G: Informed Consent Form ............................................................................ 139 
Appendix H: Letter of IRB approval .............................................................................. 140 
Appendix I: Scatterplots of Selected Data ...................................................................... 141 
Appendix J: Supplemental Tables .................................................................................. 143 






List of Tables 
Table 1 Survey Response Data ......................................................................................... 69 
Table 2 Faculty Demographic Information ...................................................................... 80 
Table 3 Course Module Completion by Age ..................................................................... 81 
Table 4 Course Module Completion by Gender ............................................................... 81 
Table 5 Descriptive Statistics for Overall Job Satisfaction .............................................. 82 
Table 6 Select Job Satisfaction Scores by Demographic .................................................. 83 
Table 7 Predictions of Overall Job Satisfaction by Yes/No Training………………………84 
Table 8 Predictions of Overall Job Satisfaction by Increased Training…………………..86 
Table 9 Background Information of Faculty Members................................................... 143 
Table 10 Pearson Course Modules Completed by Faculty Members............................. 143 
Table 11 Distribution of Course Modules Completed by Age ........................................ 144 








List of Figures 
 
Figure 1. The Increasing Number of Students Taking Online Courses ........................... 20 
Figure 2.  Scatterplot of Yes/No Training and Overall Job Satisfaction Responses ...... 141 
Figure 3.  Scatterplot of Age Ranges and Overall Job Satisfaction Responses ............. 141 
Figure 4.  Scatterplot of Gender and Overall Job Satisfaction Responses ..................... 142 
Figure 5.  Scatterplot of Online Course Modules Taken and Overall Job Satisfaction . 142 







Chapter 1: Introduction 
According to the Sloan Consortium, 6.1 million students took at least one online 
course from an institution of higher education during the fall of 2010 (Allen & Seaman, 
2011). Online instruction in higher education is ready to take the next step in its growth 
(Sener, 2010) and students are increasingly choosing this alternative to traditional 
education because of its accessibility and flexibility (Horvath & Mills, 2011). As web-
enhanced teaching continues to expand (Moloney et al., 2010) and as student demand for 
online courses increases, the resulting demand for qualified faculty to teach distance 
education courses grows as well. The need for trained faculty in the online environment 
is clear (Haber & Mills, 2008; Orr, Williams & Pennington, 2009; Pagliari, Batts & 
McFadden, 2009). During a time of growing student enrollments and institutional 
competition, the pressure to retain trained faculty increases (Chen, 2011) as colleges and 
universities respond to student demand by offering quality online courses using best 
practices and qualified faculty (Baghdadi, 2011).  
A quality online course will vary greatly from a quality face-to-face (F2F) course 
(McClure, 2007). One difference between F2F and online environments are the new 
pedagogical challenges for online faculty who also need the right skills and competencies 
to meet these challenges (Marek, 2009; Schneckenberg, 2010). Faculty members who 
desire to teach a quality online course need training in both technology and instructional 
methods such as course design (Hoyle, 2010), implementation, delivery, copyright issues 
(Dempsey, Fisher, Wright, & Anderton, 2008), accommodations for students with 
disabilities (Gladhart, 2010), and electronic media tools (Yuping, Nian-Shing, & Levy, 





Another important ingredient of online course quality is faculty satisfaction (Bollinger & 
Wasilik, 2009) which is one of the five pillars of quality for online courses indicated by 
the Sloan Consortium (2002). Outside of educational research, training opportunities 
have been found to be positively related to employee satisfaction (Irving & Montes, 
2009). 
In a review of the literature, Willis and Varner (2010) found research clearly 
linked faculty satisfaction and student achievement. Faculty simply must have a suitable 
level of job satisfaction to sustain their efforts for the benefit of their students (Huysman, 
2008). According to an Italian study, university student achievement was significantly 
affected by teacher quality (De Paola, 2009) and high levels of job satisfaction helped 
teachers create a quality learning environment essential for student achievement 
(Huysman, 2008). Academic faculty job satisfaction has also been shown to be closely 
linked to reduced turnover (Chung et al., 2010). In summary, in order to retain faculty 
members and ensure student success, faculty members need to be satisfied with their 
jobs. As a result, school administrators need to continue to analyze the relationship 
between training and job satisfaction in the online environment as recommended by 
previous scholars (Costen & Salazar, 2011; Perreault, Waldman, Alexander & Zhao, 
2008).   
Background 
Distance education is broadly defined as using technology to provide educational 
opportunities (Horvath & Mills, 2011) such that students are at a location physically 
separated from their instructor during the entire course (Ormrod, 2008). Historically, 





education including the recent change to web-based instruction (Coe-Regan & Youn, 
2008; Zhao, Alexander, Perreault, Waldman, & Truell, 2009). The adaptation of 
education to the Internet has provided opportunities for faculty and student interaction via 
two-way communication that was not possible before (Sumner, 2000). Online education 
is defined as the use of online technologies in higher education for teaching and learning 
(Sener, 2010), and distance learning is most often mediated by computers in ways which 
require learners to work alone during much of the learning process (Lee, 2003). 
Online education describes a large and expanding segment of the market for 
higher education (Allen & Seaman, 2007). According to recent research by Allen and 
Seaman (2010), the demand for online education is increasing more quickly than the 
demand for traditional courses (Buckenmeyer, Hixon, Barczyk, & Feldman, 2011) 
particularly for community colleges (Gullickson, 2011). The Instructional Technology 
Council (2009) survey reported community colleges experienced an 11.3% increase in 
distance education enrollments above campus enrollments (Smith, 2010) 
 As students demand distance educational opportunities, institutions of higher 
education have responded in ways to meet the growing demand (Allen & Seaman, 2007; 
Orr, Williams, & Pennington, 2009). As a result of student demand, distance learning 
(DL) programs have propagated (Sussan & Kassira, 2009). Colleges have moved beyond 
asking if they should offer online courses to asking how to best meet the needs of online 
learners (Gladhart, 2010).  
In 1999, the Iowa Community College Online Consortium (ICCOC), a group of 
seven community colleges located in Iowa, began teaching online courses. When the 





personal communication, March 12, 2013). During the 2011-2012 academic year, the 
ICCOC employed approximately 497 faculty members who served over 30,000 students. 
Historically, the ICCOC has addressed online faculty training in a variety of ways 
including face-to-face via trainers, conferences, and workshops. Some training has also 
been accomplished through online training modules offered by the Learning Management 
System (LMS) provider Pearson Learning Studio©. 
The timing of this study is opportune, as the ICCOC has recently negotiated 
training modules to be included in the price of the Pearson Learning Studio© system (G. 
Bartelson, personal communication, April 2, 2012). If individual colleges in the 
consortium move to requiring faculty to complete training modules to be taken, it may be 
beneficial for administrators to predict the resulting effect on job satisfaction for ICCOC 
faculty members, if any.  
Research on online instructor satisfaction is extremely limited in the field of 
higher education (McLawhon & Cutright, 2011). Prior studies have analyzed job 
satisfaction of faculty members (Bolin, 2007; Gullickson, 2011) but these studies have 
not investigated whether the levels of job satisfaction reported were related to training the 
faculty members received. Recent research on the ICCOC in the area of job satisfaction 
has been performed, although the prior study did not investigate training as part of the 
analysis of job satisfaction (Gullickson, 2011). This study will extend Gullickson’s 
(2011) analysis of job satisfaction of ICCOC faculty to include training. The research in 
this study builds on the gap in current literature in light of recent changes in the 





results of this study will support administrators in improving job satisfaction and 
performance of individual faculty members.   
 In conclusion, there will be increasing demands made by the general public for 
accountability and transparency surrounding the costs and benefits of higher education 
(Trower, 2010), and as a result, understanding the relationship between costly training 
and online faculty satisfaction is a worthwhile endeavor.  
Statement of the Problem 
As online education continues to grow generally in the United States (Allen & 
Seaman, 2011; Moloney et al., 2010), enrollments have grown specifically at the Iowa 
Community College Online Consortium (ICCOC) according to the Dean of Distance 
Learning at Northwest Iowa Community College and member of the ICCOC oversight 
committee (G. Bartelson, personal communication, April 2, 2012). The ICCOC is made 
up of seven community colleges located in Iowa who joined together in 1999 to offer 
courses online. Each ICCOC college trains faculty to teach quality courses online through 
various methods such as F2F training at each campus, a Spring Conference, Fall 
Workshop, Faculty Mentor Colleagues, as well as up to six online course modules. The 
online course modules from Pearson eTeaching Institute© have recently been negotiated 
into the Pearson Learning Studio© contract. Although member colleges have formed a 
consortium, there is no standard policy regarding faculty training and each college makes 
its own decisions regarding the method and amount of required training (G. Bartelson, 
personal communication, July 27, 2012). Thus, each college has different training 
requirements regarding the completion of online course modules for faculty which may 





As research has found the benefits of faculty job satisfaction to be improved 
retention and student achievement, and, as the ICCOC is using the online course modules 
as a means to train and support online faculty, the specific problem is the ICCOC does 
not know whether the expensive online course modules result in increased job 
satisfaction for online faculty members. As training has been linked to employee job 
satisfaction in other arenas but not yet for online faculty, the results of this study will 
direct practitioner efforts to increase job satisfaction for online faculty and may guide 
ICCOC decision makers in future training policy decisions. 
Purpose of the Study 
  
The purpose of this quantitative, correlational study was to examine whether the 
presence and amount of training received through the online course modules predicted 
the level of job satisfaction reported by online faculty members who work for the 
ICCOC. While the ICCOC offers various types of training, this study focused exclusively 
on the formal training modules offered to ICCOC faculty through the Pearson eTeaching 
Institute© (“Are you ready,” n.d.). Using a correlational design, a one-time online survey 
was sent to all ICCOC faculty members who taught online for the ICCOC during the 
2011-2012 academic year to collect data on training received and job satisfaction. The 
study population is comprised of approximately 497 faculty members were invited to 
participate in the survey. An initial power analysis using the G*Power
®
 3.1 software 
program (Freeman, Pisani, & Purves, 2007) indicated a sample size of 81 respondents is 
required to achieve a power of 0.80. The independent variable of training was 
operationalized by two different questions assessing whether respondents have taken any 





measured with the Index of Job Satisfaction (Brayfield & Rothe, 1951). Regression 
analyses were used to identify the degree of relationship, if any, between a) training 
(yes/no) and job satisfaction, and b) training (how much) and job satisfaction for online 
faculty members. The use of regression in this study allowed for the control of variables 
including age and gender which are known to be related to faculty satisfaction. 
Research Questions 
The purpose of the proposed study was explored through the following research 
questions.  
 Q1. What relationship, if any, exists between training, defined as yes/no 
completion of any Pearson eTeaching Institute© training modules, and job satisfaction 
reported among faculty members who teach online for the ICCOC, controlling for age 
and gender? 
Q2. What relationship, if any, exists between training, defined as the number of 
Pearson eTeaching Institute© training modules completed, and job satisfaction reported 
among faculty members who teach online for the ICCOC, controlling for age and gender? 
Hypotheses 
H10. There is no relationship between training, defined as yes/no completion of 
any Pearson eTeaching Institute© training modules, and job satisfaction reported among 
faculty members who teach online for the ICCOC, controlling for age and gender.  
H1a. There is significant relationship between training, defined as yes/no 
completion of any Pearson eTeaching Institute© training modules, and job satisfaction 
reported among faculty members who teach online for the ICCOC, controlling for age 





H20. There is no relationship between training, defined as the number of Pearson 
eTraining Institute© training modules completed, and the job satisfaction reported among 
faculty members who teach online for the ICCOC, controlling for age and gender. 
H2a. There is significant relationship between training, defined as the number of 
Pearson eTraining Institute training modules completed, and the job satisfaction reported 
among faculty members who teach online for the ICCOC, controlling for age and gender. 
Nature of the Study 
The purpose of this quantitative, correlational study was to examine whether the 
presence and amount of training received through the online course modules predicted 
the level of job satisfaction reported by online faculty members who work for the 
ICCOC. The intent of this study was not to determine whether the training that takes 
place was effective, if that was the intent, an experimental approach would work well. 
This study did not try to measure the effectiveness of one training method over another, 
rather the study investigated the relationship of online module completion training to 
online faculty satisfaction. As a result of the purpose of this study, a quantitative, 
correlational research study was designed to examine whether there was a relationship 
between training and job satisfaction for faculty members who teach online. This method 
leverages the benefits of survey research, the main benefit in this case was the ability to 
collect data from geographically dispersed respondents. Other data collection options 
were considered such as faculty interviews or focus groups; however, because of the 
constraints of time and resources, and because survey research gathers attitudinal data 
well, survey research was determined to be the best method. Regression analysis was 





also allowed for the ability to make predictions without presuming causality, as well as 
control for covariates (Vogt, 2007). 
After permission was granted from the Iowa Community College Online 
Consortium (ICCOC) and the Institutional Review Board of Northcentral University, a 
convenience sampling strategy was employed. The population of approximately 497 
faculty members who taught in the 2011-2012 academic year for the Iowa Community 
College Online Consortium (ICCOC) were invited to voluntarily participate in this study. 
According to an initial power analysis a sample size of 81 participants was needed from 
this population. An online survey was used to determine whether or not faculty members 
had received specific training, the amount of training courses taken, and measure overall 
job satisfaction. The Index of Job Satisfaction (IJS) (Brayfield & Rothe, 1951), an 
existing 18 item instrument which measures overall job satisfaction, was part of the 
survey. The survey consisted of two items which operationalized the variable of training, 
and the IJS measured the variable of job satisfaction. The survey results were then 
downloaded into the IBM Statistical Package for Social Sciences (SPSS), version 21 for 
analysis. 
Regression analysis was used to analyze the relationship of training and overall 
job satisfaction, if any, for faculty members who teach online. The use of regression 
analysis used the presence of training to predict overall job satisfaction, as well as 
whether increased training resulted in increased job satisfaction, while controlling for 
known variables of age and gender. The results of the analysis were used to confirm or 





this study will guide future decisions regarding the allocation of valuable time and 
resources to training.  
Significance of the Study 
This was a significant study because it is expected to help leaders and 
administrators clearly recognize the relationship between Pearson© training modules and 
job satisfaction for faculty members who teach online. Specifically, the findings from this 
study will provide Iowa Community Online Consortium (ICCOC) leaders with 
information that may be useful in making decisions about whether to use the Pearson© 
training modules and how many, if any, Pearson© training modules should be offered to 
ICCOC faculty members. Also, the results of this study may potentially support both the 
Sloan Consortium Quality Framework (n.d.) and the Middle States Commission on 
Higher Education (2011) which highlighted the need for satisfied faculty and the need to 
support faculty members who teach online.  
The Sloan Consortium Quality Framework (n.d.) offers five pillars which support 
online education and which demonstrate quality. One pillar of the Sloan Consortium 
Quality Framework is faculty satisfaction. This quality framework describes faculty 
satisfaction in terms of personal and institutional factors. This study may help confirm the 
need to institutionally support faculty through training. According to the Sloan 
Consortium, investing in faculty satisfaction in the online environment on the micro level 
includes institutional support in the form of training (“Quality Framework”, n.d.). The 
Middle States Commission on Higher Education, which offers nine guidelines for the 
evaluation of distance education, offered a guideline for administrators which states: 





students’ success in achieving the online learning goals are appropriately qualified and 
effectively supported” (Middle States Commission on Higher Education, 2011, p. 11). 
The results of this study could support one or both of these documents which guide 
online education in the areas of training and faculty job satisfaction.  
Policy makers, decision makers, faculty, and school administrators will be 
interested in the outcomes of this study. As distance education is used widely outside 
academia this study may prove useful for corporate trainers and training coordinators as 
well. This study will also make valuable contributions to existing knowledge by 
extending what is known about the relationship between training and job satisfaction in 
the online teaching and learning environment.  
Definition of Key Terms 
Key terms that were used in this study are defined specifically as they relate to 
this study.  
Distance education. The National Center for Education Statistics (NCES) has 
defined distance education as education delivered through audio, video, or computer 
technologies including synchronous and/or asynchronous instruction (NCES, 2003).  
 ICCOC. The Iowa Community College Online Consortium (ICCOC) is a 
consortium of seven community colleges in Iowa who joined together in 1999 to offer 
online courses (“ICCOC – About us”, n.d.).  
Institutional support. Institutional support is any type of formal policy, faculty 
development program, or support service offered by the institution in an attempt to 
enhance or improve the quality and/or effectiveness of instruction faculty members 





 Job satisfaction. Job satisfaction has been defined over time as a positive 
emotional state resulting from evaluating one’s job experiences (Mathis & Jackson, 
2008). 
 Job satisfaction for online faculty. Online faculty satisfaction has been defined 
by the American Distance Education Consortium (n.d.) as “the perception that teaching in 
the online environment is effective and professionally beneficial” (para 10). For the 
purpose of this study online faculty satisfaction is defined as a faculty member’s desire to 
feel positive and confident about their ability to teach in the online environment. 
 Online learning. Online learning is a teaching/learning experience in which the 
majority of the students’ course experience takes place via computer and Internet 
connection (Mitchell & Geva-May, 2009).  
 Online teaching. Online teaching occurs when content is delivered primarily over 
the Internet rather than in face-to-face classroom meetings (Marek, 2009).  
 Pearson Learning Studio© (formerly branded as “eCollege”). The Learning 
Management System (LMS) used by the Iowa Community College Online Consortium to 
offer online courses (“Are you ready”, n.d). 
 Training. Training is the process people follow to acquire capabilities to perform 
jobs (Mathis & Jackson, 2008).  
Summary 
      The Sloan Consortium indicated that online education is vital to many institutions' 
long-term goals and continues to grow in student numbers (Allen & Seaman, 2010). 
Online education has become increasingly popular in higher education (Fish & 





online environment (Hixon, Barczyk, Buckenmeyer & Feldman, 2011). For online 
courses to be a successful method of online instruction, courses must be constructed 
based on principles of best practice and taught by highly qualified teachers (Baghdadi, 
2011). An online faculty member needs skills developed in the areas of communication, 
technology, and pedagogy to teach online succesfully.  
The purpose of the present study was to determine whether a relationship exists 
between training and job satisfaction and what type of relationship exists. Using a 
correlational design, a one-time online survey was sent to a population of approximately 
497 faculty members who taught online for the ICCOC during the 2011-2012 academic 
year. This survey collected participant responses regarding training received and job 
satisfaction. Regression analyses were used to analyze respondent data to identify the 
degree of relationship, if any, between a) training (yes/no) and job satisfaction and b) 
training (how much) and job satisfaction for online faculty members. The use of 
regression in this study allowed for the control of variables including age and gender 
which are known to be related to faculty satisfaction. 
Understanding what is lacking in the online teaching literature is critical to 
helping researchers and practitioners develop programs and support mechanisms for 
online teachers in higher education (Baran, Correia, & Thompson, 2011). As prior 
research has been rather conclusive when considering the effects of age and gender on 
overall job satisfaction, these factors were controlled in this study to more clearly 





Chapter 2: Literature Review 
The purpose of this quantitative, correlational study was to examine whether the 
presence and amount of training received through the online course modules predicted 
the level of job satisfaction reported by online faculty members who work for the Iowa 
Community College Online Consortium (ICCOC). The literature review will focus on 
prior research relating to training and job satisfaction in higher education, specifically the 
online teaching environment. The literature review will begin with a background 
investigation of distance education (DE) including recent and expected growth of online 
student enrollments. As some faculty resist distance education, a review of the literature 
will highlight the need for institutional support, and specifically training, for faculty who 
teach online. A close look at factors that influence the job satisfaction of faculty 
members, specifically training, will be investigated. A review of the literature concludes 
by reviewing what is known about training and job satisfaction. 
Documentation 
The literature search strategy included the search of various databases such as 
business, education and psychology: Academic Search Premier, ERIC, EBSCOhost, 
JSTOR, Business Source Elite. LexisNexis Academic, ProQuest, Worldwide WorldCat, 
and finally, Google scholar (scholar.google.com). Key words searched in the previously 
mentioned databases included combinations of the following words and phrases: job 
satisfaction, faculty job satisfaction, online faculty satisfaction, job satisfaction factors, 
training and development, institutional support, and higher education. Other search terms 
included dissatisfaction, job training, faculty training, online, online learning, age, 





articles were located and used to extend the literature search performed. Searches were 
limited to full-text and scholarly reviewed articles, articles written in English, as well as 
to recent publications, generally within the last 5 years. 
Anywhere, Anytime Learning 
Online education has been summarized by the tagline of anywhere, anytime 
learning. The combination of education and the Internet has expanded learning 
opportunities for students anywhere and anytime via distance education. The online 
classroom has proven to be a popular educational choice for students, in part because this 
method of education offers convenience and access (Foster, 2010) and distance learning 
may be used to supplement, or possibly replace, the traditional classroom (Jackowski & 
Akroyd, 2010).   
Online education continues to expand (Moloney et al., 2010) and as a result, there 
are a growing number of students and faculty involved in online courses. Colleges and 
universities continue to compete for both face-to-face (F2F) and online student 
enrollment and associated tuition dollars. Competition in online higher education is 
causing colleges and universities to focus on high quality, low cost, and high efficiency. 
To achieve these goals, colleges require outstanding faculty (Chen, 2011).  
This introductory section will cover the history as well as a definition of distance 
education, the recent and expected continued growth of online education, and the need 
for qualified faculty members to meet expected student growth. 
History and definition of distance education. 
Correspondence courses first began in Germany, the United States and England in 





resulted in a number of delivery methods for distance education including tape delay 
broadcasts, interactive television, live and remote location, and more recently web-based 
instruction (Coe-Regan & Youn, 2008; Zhao, Alexander, Perreault, Waldman, & Truell, 
2009). With the growth of accessibility to the Internet and its use (Ocak, 2011) online 
education has provided cost-effectiveness, access, and flexibility in how education is 
delivered (Horvath & Mills, 2011). Addressing online learning, Chubb and Moe (2012) 
stated “The nation, and the world, are in the early stages of a historic transformation in 
how students learn, teachers teach, and schools and school systems are organized” (para 
2). 
Distance education is broadly defined as using technology to provide educational 
opportunities (Horvath & Mills, 2011). Moreover, when the World Wide Web is used to 
support learning, then this type of education is referred to as web-based learning or e-
learning (Al Salman, 2011). Distance education encompasses any educational instruction 
in which the instructor and students are separated by time and distance (Lei & Gupta, 
2010; Ormrod, 2008). Distance learning today is most often mediated by computers with 
distinctive interfaces that require learners to work alone during much of the learning 
process (Lee, 2003). Online education is defined as the use of online technologies in 
higher education for teaching and learning (Sener, 2010).  
Characteristics of distance education include the quasi-permanent separation of 
teacher and learner; the influence of an educational organization in preparing learning 
materials and providing student support; the use of technical media; the provision of two-
way communication; and the quasi-permanent absence of the learning group so that 





Samarawickrema, 2009). In this review, an online teacher will be defined as a faculty 
member who teaches online; online teaching will be defined as teaching that is conducted 
mostly online; and F2F teaching will be defined as teaching that is conducted in a 
physical classroom (Baran, Correia, & Thompson, 2011). 
Growth in online education. 
Demand for higher education continues to increase in the United States. Statistics 
from the United States Department of Education indicate a 101% increase in the number 
of students enrolled in college between 1970 (7.3 million) and 2004 (14.7 million) (Shea, 
2007). There are a number of structural reasons why higher education in general has 
increased over time. A college degree is correlated with higher salaries and savings rates, 
increased personal and professional mobility, more leisure activities, improved quality of 
life for children, and better consumer decisions (Shea, 2007). As the demand for higher 
education has increased, so has the demand for online education. Demand from students 
for online courses has also increased as a result of different policies in K-12 education. 
Fueled not only by student demand, but statewide initiatives in some areas online 
distance education continues to grow in high schools and colleges (Gladhart, 2010). 
Offering K-12 students online instruction will result in more students entering higher 
education with online learning experience and expectations of furthering their education 
online (Gladhart, 2010). Online education is increasing in the K-12, higher education, 
government and military environments, and it is also applied in corporate training (Bonk, 
Kim, Oh, Teng, & Son, 2007; Moller, Foshay, & Huett, 2008). The preceding reasons 





One major barrier to online course growth is individual institutions asking 
whether online courses should be offered. Generally, schools have recently moved from 
asking if they should offer online courses to asking how to best meet the needs of online 
learners (Gladhart, 2010). As a result of this change, distance education (DE) programs 
have expanded in the past few years (Sussan & Kassira, 2009). As an increasing number 
of colleges and universities across the nation vie for students in the growing online 
environment, educational institutions are recognizing the strategic advantages of distance 
education that serves student needs (Mayadas, Bourne, & Basich, 2009).   
Online courses are growing at a more rapid pace than traditional methods of 
higher education. The National Center for Education Statistics (NCES) (2008) reported 
the number of undergraduates who took one or more courses via distance education 
increased from 16% in 2003–2004 to 20% in 2007–2008. The Instructional Technology 
Council (2009) survey reported community colleges experienced an 11.3% increase in 
distance education enrollments above campus enrollments (Smith, 2010). According to 
Allen and Seaman (2011) online enrollments grew 10% from 2010 to 2011. The online 
classroom has proven to be popular in part because this method of education offers 
convenience and access (Foster, 2010).  
There are a number of advantages associated with taking online courses. Students 
can access educational opportunities without having to leave their home. This reduces 
obstacles to education and can result in an increase the overall educational level of 
citizens (Bergstrom, 2010). Other reasons explain why online education is growing at this 
particular point and time in history. Three groups of students find online classes 





Dawson, Cann, & Scott, 2008), individuals who are working, and parents who want to, or 
have to, spend more time at home with their children (Lyons, 2004). Online programs can 
be a solution to students’ problematic issues in accessing higher education such as time, 
travel, and scheduling (Li & Irby, 2008). Online students have recognized the flexibility 
and benefits of staying home while getting a good education (Li & Irby, 2008). In a study 
of 332 students, Gaytan and McEwen (2007) asked student participants to state the 
reasons for having enrolled in an online course. Responses included distance from 
campus (37%), working full time (26%), irregular work schedule (14%), preference for 
online learning (8%), and the online course was only way the course was delivered (4%). 
Other reasons that have caused growth in online education include the economic 
downturn and rising gasoline prices (Mayadas, Bourne, & Basich, 2009). The result of 
the flexibility offered by DE is increased demand for higher education. 
A number of broad factors have influenced students and faculty to choose DE. 
Students who choose DE are not limited to the few universities near the area, and they 
have more freedom to choose where they really want to study (Li & Irby, 2008). Li and 
Irby found another benefit of online learning is that students can obtain a broader 
perspective on various topics because they are able to interact with students from all 
around the globe as online programs attract students all over the world who desire to 
pursue a degree in higher education. Student perceptions would definitely be enriched 
through this experience, and even teachers can enjoy the flexibility of teaching at home 
instead of going to campus. Faculty members have also reported spending fewer hours 





barriers to student goals of higher education for the variety of reasons listed above, and 
benefit faculty members as well. 
As the Internet has merged with education, the result has been an overall increase 
of nontraditional learning opportunities. Online education has already experienced a time 
of expansion, but online instruction in higher education is ready to take the next step in 
its growth (Sener, 2010) and this method of education will be valued as long as students 
need to balance work, family, and school demands (Gaytan & McEwen, 2007). The 
authors of the Sloan Consortium report (Allen & Seaman, 2009) also predict the growth 
of online courses will continue. Specifically, there is additional room for growth in the 
online education market as educational institutions with high priorities in research and 
publication have not yet widely accepted online education (Sener, 2010). Figure 1 shows 
the growth in the number of online students.  
 
Figure 1. The Increasing Number of Students Taking Online Courses 
As students increasingly demand distance education, colleges and universities 





Seaman, 2010; Baghdadi, 2011; Buckenmeyer, Hixon, Barczyk, & Feldman, 2011; 
Schubert-Irastorza & Fabry, 2011). While the demand for more DE continues to rise and 
greater numbers of online faculty members are needed, analyzing faculty motivations to 
teach DE courses becomes more crucial (Cook, Ley, Crawford, & Warner, 2009). Faculty 
members are the key to successful implementation and outcomes of distance education 
(Jackowski & Akroyd, 2010). To sustain such growth, it has become necessary to employ 
a pool of competent faculty who can engage effectively in the learning process. 
Need for qualified faculty members to meet demand. 
 As the number of courses offered online has increased, concerns about the quality 
of online course delivery and instructor development have been raised as well (Roman, 
Kelsey, & Lin, 2010). For online courses to be a successful method of online instruction, 
courses must be constructed based on principles of best practice and taught by highly 
qualified teachers (Baghdadi, 2011). It is important to note that designing, developing, 
and teaching online courses requires faculty development (Gautreau, 2011). A study of 
social-work coursework offered through DE confirmed the need for professionally 
trained staff to manage and deliver those courses (Horvath, & Mills, 2011). As 
institutions increase the number of online course offerings, more faculty will need to 
learn to teach via DE (Gautreau, 2011). Finally, while quality faculty members are 
needed to match student demand, online faculty members are crucial for the success of 
the institution (Batts, Pagliari, Mallett, & Mcfadden, 2010).  
Teaching Online is Not Like Face to Face 
Teaching face-to-face (F2F) has many similarities but also many differences 





necessary to teach online are not dramatically different from those needed to teach in a 
F2F environment; however, a quality online course will vary greatly from a quality F2F 
course (McClure, 2007). Highlighting this difference, for example, is the use of active 
learning strategies which when used in an online course have been found to be similar to 
those that are used in F2F settings; however, applying these strategies in the online 
setting requires that faculty understand how to facilitate communication, group 
formation, and collaboration, using Learning Management System (LMS) tools 
(Baghdadi, 2011; Gautreau, 2011). Faculty need to think differently about teaching and 
learning as they prepare for the online learning environment (Fish & Wickersham, 2009). 
An online faculty member needs skills developed in the areas of communication, 
technology, and pedagogy (Barajas & Gannaway, 2007). Successful online instruction 
requires new methods of course design, interaction among course participants, and 
instructor preparation and support (Crawford-Ferre & Wiest, 2012). Designing and 
developing an effective online course requires a variety of interests and expertise, which 
may include teachers, designers, technical specialists and administrators (Baghdadi, 
2011).  
As online education is a new specialty, there is a need for effective faculty 
support for online education (Baghdadi, 2011), and technical training is required for 
instructors before the e-learning process can begin (Kilic-Cakmak, Karatas, & Ocak, 
2009). Teaching online requires faculty members to understand the LMS tools that 
facilitate communication, group format structures, and collaboration; however, active 
learning strategies that are effective in a traditional classroom are similar to those that are 





benefits of F2F interaction to online activities (Gaytan & McEwen, 2007). As faculty 
members create and deliver online courses, this new process has led to an adjustment in 
the roles of online faculty, but also has resulted in new and essential tasks for faculty. 
Smith (2010) noted there is an entirely new skill set required to accompany the essential 
tasks of teaching online. As a result of these new tasks, teachers are required to learn new 
skills and rethink their teaching practices when teaching online.  
In a qualitative study of graduate school nursing faculty, three areas of expertise 
were found which were needed in order to design an effective online course: a technology 
expert, a content expert, and a web-based pedagogy expert (Johnson, 2008). While the 
content expert skills are transferrable from F2F to online instruction, other types of 
expertise are needed to teach online. These other types of expertise include the overall 
instructional design of an entire course to the development of instructional media. 
Realistically, faculty may not have the expertise and/or the desire to create effective 
instructional media. One possible solution is to employ media developers and 
instructional designers who can help faculty to develop and use instructional media for 
the online course (Green, Alejandro, & Brown, 2009). 
Another specific skill online faculty members need to be trained how to serve 
students by designing content suitable for instructing students with physical and learning 
disabilities (Badge, et al., 2008; Gladhart, 2010). The Web Accessibility Initiative (2012) 
defined Web accessibility to mean that individuals with disabilities can use the Web. 
Faculty members also must learn how to use the LMS for content creation, which often 
requires the production of learning materials by learning how to use different programs 





technologies. Other specific kinds of training online faculty may find useful include 
HTML 5 and web 2.0 tools, and social media. Competencies include proficiency in 
electronic media tools (Yuping et al., 2010), technology and instructional methods such 
as course design (Hoyle, 2010), implementation, delivery and copyright issues (Dempsey 
et al., 2008) as well as how to provide accommodations for students with disabilities 
(Gladhart, 2010). 
In order to teach online successfully, online teachers need to possess a unique set 
of competencies. A faculty member’s ability to use those competencies is related to the 
kind of resources and support available (Bawane & Spector, 2009). Faculty members 
who desire to teach a quality online course need training in technology (Crawford-Ferre 
& Wiest, 2012; Gabriel & Kaufield, 2008) and instructional methods such as course 
design (Hoyle, 2010) and pedagogy (Johnson, 2008; Marek, 2009). There are a number 
of specific skills online faculty members need to deliver an online course. Faculty 
members need to master the distance delivery strategies for online teaching by learning 
how to increase student interaction, learning how to create online communities, and 
updating their technological skill set (Al Salman, 2011). Faculty need the knowledge of 
how to properly implement a course, including delivery and copyright issues (Dempsey 
et al., 2008), and electronic media tools (Yuping et al., 2010), as many of these skills are 
applied uniquely in the online learning environment. Online learning, as it increases in 
popularity and adoption, causes faculty members to acquire new skills because they need 
new tools and they need to change their presuppositions of teaching and evaluating online 
courses (Baghdadi, 2011). The online teacher needs to learn and follow best online 






Communicating with students in the online environment is vastly different than 
communicating F2F with students (Gautreau, 2011) and several studies have focused on 
aspects of dialogue in the online environment (Benson & Samarawickrema, 2009). In the 
online environment verbal cues such as facial expressions and eye contact cannot help 
faculty and students engage in the learning process (Marek, 2009). Due to the lack of F2F 
contact, communication skills unique to the online environment are imperative, such as 
the need for quality dialogue (Falloon, 2011). A couple of specific communication skills 
are imperative for teaching in the online environment. One communication skill faculty 
ought to acquire to effectively teach online is the ability to facilitate productive discourse 
in online courses (Baker, 2010). Online faculty members also need to challenge 
themselves to ask better questions in threaded discussions (Hoyle, 2010). The acquisition 
of these specific communication skills, when applied in the online learning environment, 
will lead to more effective online teaching.  
Pedagogy differences. 
Much like communication methods vary from face-to-face (F2F) to online, 
pedagogy also varies between the two teaching methodologies. In the past, the focus of 
faculty support was more on technical rather than pedagogical issues (Orr et al., 2009), 
but due to recent advances in learning management systems, faculty members no longer 
need advanced technical knowledge to teach online. Regardless, teaching online requires 
a sound pedagogy to provide a safe environment for learning, engaging students, and 
stimulating critical thinking (Bair & Bair, 2011; Clark-Ibanez & Scott, 2008; Johnson, 





pedagogical challenges of online course design (Bair & Bair, 2011; LeBaron, & 
McFadden, 2008; Marek, 2009; Orr et al., 2009; Roman, Kelsey, & Lin, 2010). Based on 
their experiences and research, Bair and Bair (2011) recommend faculty development in 
online pedagogy. Given the growth of online education and the rate of adoption of online 
instructional techniques, faculty must become familiar with effective methods of online 
teaching (Crawford-Ferre & Wiest, 2012). 
In summary, it is easy to see that effective online teaching is a complex practice 
(Kupczynski, Mundy, & Jones, 2011). Administrators have found themselves with the 
task of supporting faculty members to teach online by providing instructors with 
appropriate support and resources that will allow them to develop, design and facilitate 
student-centered online learning (Dixson, 2010). 
Role differences. 
The role of the instructor and student has changed with the new delivery method 
offered by online courses. This perception that online teaching requires new skills has 
also led researchers to study the roles that online instructors take in online education 
environments (Guasch, Alvarez, & Espasa, 2010). Specifically, students’ and instructors’ 
roles require refinement in e-learning environments due to the differences from F2F 
learning in the student and instructor expectations, attitudes, and practices (Kilic-
Cakmak, Karatas, & Ocak, 2009). The core of online instruction reflects a student-teacher 
relationship in which the teacher guides students with formative feedback (Bergström & 
Granberg, 2007; Bergström, 2010). In order for students to succeed in online learning 
environments, faculty may be required to function in disparate roles such as: 





technologist, and researcher (Baran, Correia &Thompson, 2011). The dynamics 
presented in DE have begun to change the role of educators, and some faculty members 
have struggled to balance their new roles (Ocak, 2011). 
Resistance to Online Teaching 
This section will highlight some of the significant barriers and resistance to 
technology-mediated instruction by faculty members (Shea, Pinkett & Li, 2005). 
Teaching online is not like teaching F2F and teaching online requires different skills than 
teaching in the classroom (Journell, 2010). A review of the literature identified some 
specific elements of teaching online which have been found to be dissatisfying for faculty 
members and which cause some faculty members to resist teaching online. Some 
dissatisfying factors are lack of compensation (Bozeman & Gaughan, 2011; Chen, 2011), 
that online instruction takes more time (Dempsey et al., 2008) and the perception that 
teaching online is more work (Hiltz, Shea & Kim, 2010; Jackson, Jones, & Rodriguez, 
2010). Using a focus group design, Hiltz et al. (2010) found other sources of 
dissatisfaction for faculty members stem from limitations of the online system and the 
perception that online learning is not necessarily a good fit for all students. Other 
obstacles noted by faculty included unfamiliarity with the technology and the 
appropriateness of the content for online delivery (Dempsey et al., 2008). Faculty at 
universities cited a lack of recognition for online instruction in tenure and promotion 
decisions (Johnson, Wisniewski, Kuhlemeyer, Isaacs, & Krzykowski, 2012). 
Resistance to teaching online may come from new faculty who may tend to feel 
anxious and uncertain because the online environment differs from a F2F environment 





little preparation for this specific delivery mode (Fish & Wickersham, 2009; Gabriel & 
Kaufield, 2008). Faculty who develop and teach online courses may find themselves 
facing a variety of new challenges (Hixon et al., 2011; Hoffman & Dudjak, 2012) 
particularly during the design, teaching, and revising stages (Crews, Wilkinson, Hemby, 
McCannon, & Wiedmaier, 2008). 
Other reasons faculty resist teaching online teaching stem from demographic and 
motivation factors that are important to faculty (Gautreau, 2011). Similarly, Tabata and 
Johnsrud (2008) suggested that much of the literature concerning faculty participation in 
online education revolves around institutional and pedagogical issues, as well as work 
load concerns (Tabata & Johnsrud, 2008). Faculty members also have reservations about 
e-learning from professional, pedagogical, and sociological points of view. Finally, 
faculty members have practical questions such as how status, compensation, work-load, 
and educational philosophy (Barajas & Gannaway, 2007) will be addressed by 
administrators.  
Time. 
When considering faculty resistance to online teaching, it is absolutely necessary 
to acknowledge the significant amount of time required of online teachers (Kerr, 2010). 
There is no question that using technology for distance education requires more faculty 
time than traditional methods of instruction (Jackowski & Akroyd, 2010). Numerous 
studies have found time to be a faculty resistance factor (Haber & Mills, 2008; Johnson, 
2008; Lee et al., 2010; Wickersham & McElhany, 2010) and a review of the literature 





Time is a barrier for faculty who teach online for a variety of reasons. One study 
confirmed faculty need to take time to learn new technology (Lei & Gupta, 2010; Shea, 
2007). Another research study noted as a result of the time it takes to learn how to teach 
online, faculty are temporarily removed from the security of what they know, which is 
teaching (Lei & Gupta, 2010). However, other researchers (Andersen & Avery, 2008) 
have reported no difference in the amount of time required to prepare for F2F or online 
classes. In a qualitative study of graduate school nursing faculty, participants agreed that 
the up-front development of a web-based course was very time consuming (Johnson, 
2008). This study was confirmed by Dempsey, Fisher, Wright, and Anderton (2008) who 
noted the biggest obstacle across the faculty was the time to develop online courses.  
Time spent on training and course development is not the only place faculty 
experience time pressure. In a qualitative study, several participants indicated the time 
spent while teaching web based courses increased significantly (Johnson, 2008). Other 
studies found faculty need to put more time and energy into an online course to deal with 
various instructional, technical, and course administration problems that arise (Dempsey 
et al., 2008; Gabriel & Kaufield, 2008). In a study of faculty actions which influence 
online student satisfaction, researchers noted online instructors must be prepared to invest 
more time in daily activities of the online class than they traditionally would invest in 
F2F classes (Jackson, Jones & Rodriguez, 2010). Faculty may decline teaching online if 
they feel the time it takes to learn the technology seems to be too great, and if the 
anticipated additional hours that need to be spent on preparation and teaching seem too 






Another barrier limiting the use of a Learning Management System (LMS) at 
universities is that faculty members often feel they do not possess the time or ability to 
learn to build online instructional content (Yueh & Hsu, 2008). In a qualitative study of 
graduate school nursing faculty, Johnson (2008) cited lack of technological skills as a 
significant barrier to teaching online courses (Johnson, 2008). One example of 
technological issues as a barrier to teaching online course is embedding or using online 
videos, which may result in faculty resistance (Sherer & Shea, 2011). This finding was 
supported by faculty members who noted they are not technology experts and should not 
be required to become technology experts to engage in online teaching (Orr et al., 2009). 
Additional frustrations for faculty members stem from technology difficulties and 
a lack of infrastructure, such as inadequate hardware and software, and slow Internet 
connections (Johnson et al., 2012; Shea, 2007). Some faculty members have concerns 
about the resources available to develop quality courses (Johnson et al., 2012). 
Perceptions of technological competence have been found to be both an inhibitor and 
motivator regarding the use of technology in teaching. Faculty members who do not feel 
competent are less likely to use instructional technology whereas faculty who feel 
competent in the use of technology are more likely to participate in distance education 
(Jackowski & Akroyd, 2010; Lackey, 2011). 
The struggle associated with mastering the technical skills required to use a LMS 
may be a challenge for faculty (Shea, 2007). In a study of 730 faculty staff and students 
in the University of Wisconsin System which confirmed this situation, faculty noted 





Porciello, Balkon, & Backus, 2007). Despite the benefits of incorporating a LMS, many 
faculty members still choose not to adopt this technology as a teaching tool (Gautreau, 
2011). Knowing how to use the institution’s course management system is not sufficient 
to teach in the online environment (Crawford-Ferre & Wiest, 2012). Teaching online 
requires faculty members to acquire a new set of knowledge and skills, as well as 
professional growth (Gautreau, 2011). Previous research has identified some of the skills 
faculty members required to teach successfully online. 
Institutional support. 
Faculty may refrain from participating in an online program if they feel that 
institutional support is not useful or adequate (Tabata & Johnsrud, 2008). Defining 
adequate institutional support is complex; however, in the online context support can be 
viewed as training faculty members how to effectively use available technology to teach 
online (Lee & Busch, 2005). In the absence of formal programs, faculty members 
informally look to fellow faculty and technical staff as a source of expertise and 
assistance with the creation and design of online courses (Dempsey et al., 2008). 
Ultimately, online faculty are concerned about inadequate institutional support and 
training to teach online (Haber & Mills, 2008; Shea, 2007), and a lack of adequate 
institutional support and policies for teaching online was found to increase faculty 
resistance (Hiltz et al., 2010).  
The preceding section highlighted high frequency factors found in a review of the 
literature concerning faculty resistance to teaching online. A number of smaller themes 
arose as well including concerns about an increased workload (Shea, 2007) and a lack of 





Akroyd (2010) noted further research must be conducted to determine further factors of 
faculty resistance. In spite of forces which create faculty resistance to teaching online, 
there are forces which may lead faculty to embrace online teaching. The next section will 
review factors that predispose online faculty to be successful in the online teaching 
environment.  
Overcoming Faculty Resistance To Teaching Online 
In a study of Herzberg’s two-factor theory of motivation in selected colleges of 
the Iowa Community College Online Consortium (ICCOC), Gullickson (2011) noted 
adopters of online teaching may lack confidence in the use of technology, and offered 
these recommendations for practice. Gullickson (2011) suggested education in the best 
online teaching techniques and technology training to provide to faculty members with 
the skills needed to teach online. A review of the literature suggests experience and 
training can reduce faculty resistance. 
Experience matters. 
Instructors with relatively little online teaching experience were concerned with 
the unfamiliarity with effective online pedagogy, lack of opportunity to experiment with 
the technologies of online teaching, and lack of opportunity to observe online teaching 
before engaging in it (Shea, 2007). Researchers, in a study by State University of West 
Georgia (2002), concluded experience using the online course management system leads 
to faculty acceptance of this methodology. Marek (2009) also noted faculty members, 
through experiences in online teaching, acquire the skills to feel confident. Simply giving 





faculty resistance and increase adoption. Another option that may reduce faculty 
resistance to teaching online is training. 
Training. 
One factor of particular interest in the online teaching environment is the need for 
training (Orr et al., 2009). Faculty will resist teaching online if they lack the appropriate 
training (Crawford-Ferre & Wiest, 2012), and training has been shown to increase the 
confidence faculty have in the use of technology (Jackowski & Akroyd, 2010). In a study 
of online nursing faculty, the researchers found teaching online effectively is a skill that 
can be learned (Lee et al., 2010) 
Given the reported reluctance of faculty to teach in this modality and the lack of 
training and support for faculty teaching online, it is clear that more research is necessary 
regarding how to develop effective online instruction which would include how to 
prepare and support online instructors (Crawford-Ferre & Wiest, 2012). Georgina and 
Olson (2008) reported that faculty members clearly look to the university to provide 
adequate training on any new technologies being adopted. Finally, the use of technology 
has been reported to be directly related to technical support and training (Jackowski & 
Akroyd, 2010). Administrators ought to provide the necessary learning opportunities for 
faculty members. 
Distance education administrators need to evaluate their distance education 
programs to assure their faculty members are being properly trained to teach online 
(Pagliari et al., 2009). To develop and sustain online programs, organizations should 
thoroughly address the needs of online instructors and employ different methods to 





2010). While a number of issues may prevent faculty from beginning to teach online, 
many of these obstacles can be removed when proper training is provided. Barriers to 
teaching online can be overcome through various ways such as by providing reward 
programs, promotion, and incentives as well as institutional support and training 
workshops (Tabata & Johnsrud, 2008). 
The Importance of Institutional Support when Teaching Online 
The process of creating and delivering online courses has led to new and essential 
tasks that faculty must complete, and an entirely new set of skills is required to 
accomplish those tasks (Smith, 2010). As a result of these conditions, researchers have 
questioned whether faculty members who transition to online teaching have the 
competencies to meet these challenges (Schneckenberg, 2010). Based on these findings, 
schools are advised to create a plan for training their faculty to help instructors gain 
proficiency in the use of a variety of online competencies. 
Faculty should not make the shift from traditional teaching to the electronic mode 
of educating students alone. Administration must share in this responsibility and allocate 
appropriate resources to supporting faculty and students. Instructors who use technology 
in DE classrooms possess specific needs, ranging from administrative and technological 
support functions. Providing effective support for instructors during course design, and 
continued through the course presentation, may increase the quality of the education 
experience for the students (Appana, 2008). To that end, a variety of regular training 
opportunities must be made available to help faculty develop the instructional design and 






Institutional support for faculty. 
Institutional support can be offered to faculty members in a variety of different 
ways. Institutional support for online faculty is often defined broadly in terms of 
technology support, professional development (Ocak, 2011), administrative support 
(Major, 2010) and the creation of a supportive environment (Crews et al., 2008). 
Technology support can be offered by universities by providing access to appropriate 
technologies to integrate various programs into their teaching (Buckenmeyer et al., 2011; 
Perreault et al., 2008). Technology support includes personal computer and Internet 
support. By offering appropriate training and professional development opportunities, 
instructors can acquire technical competence through a blend of online and F2F support 
(Brooks, 2010; Marek, 2009). Professional development in this case can also include 
funding travel and release time, as well as formal and informal training (Marek, 2009). 
One study found nursing faculty with preparatory experiences utilizing instructional 
designer support and/or colleague support had significantly higher online teaching 
efficacy scores (Robinia & Anderson, 2010). Online instructors may also benefit from 
administrative support in the form of teaching assistants or reduced teaching loads 
(Major, 2010). Administrative support may include library services as well as office and 
secretarial support.  Finally, the role of the institution is to create a supportive and 
encouraging environment for online learning that is crucial to faculty involvement 
(Crews et al., 2008). Each institution needs to examine support structures for online 
teaching (Marek, 2009), and due to the technical nature of the task of teaching online, 
faculty members should be able to receive support while developing online courses 





Training is one form of support. 
One of the primary types of support that can be offered to the online instructor is 
proper training (Al Salman, 2011; Marek, 2009). Faculty members who teach online 
require formal training in hardware, software, and distance course design (Jackowski & 
Akroyd, 2010). Schifter’s 2000 study, a survey of full-time faculty and administrators of 
a Research 1 state-related university, was completed to ascertain how faculty and 
administrators view faculty participation in distance education. Schifter (2000) noted the 
best way to prepare faculty to be more comfortable with technology is by providing 
opportunities to learn (Schifter, 2000). Furthermore, Wickersham and McElhany (2010) 
concluded infrastructure accomplishes little if the university does not provide an 
environment that prepares and supports its faculty to design and develop quality online 
courses. In some locations, technical training is required for instructors before teaching 
online (Kilic-Cakmak et al., 2009). Training is one form of support administration can 
provide that may reduce faculty resistance. Ultimately, faculty members need to learn 
how to use and integrate the technology into their courses (Keengwe, Kidd, & Kyei-
Blankson, 2009).  
Importance and Benefit of Training 
Training has been defined as the process people follow to acquire capabilities to 
perform jobs (Mathis & Jackson, 2008). Training involves providing employees with the 
basic knowledge and skills they need to perform their duties to the company’s standards 
(Costen & Salazar, 2011; Nanda, 2009), and the significance and value of training has 
long been recognized (Karim, Huda & Khan, 2012). Training is used widely by 





(Dooley et al., 2007; Piccio & van Ours, 2012). Researchers generally agree that 
continuing education and training play an important role in increasing workers’ flexibility 
and adaptability (Hung & Wong, 2007), and training has been identified as vital for all 
organizations (Enkuzena, 2011). 
The benefits of training have been found across industries and across continents. 
Addressing audit accounting, researchers found professional training to be a cost-
effective way to upgrade professional competence (Yahn-Shir, Bao-Guang, & Chia-Chi, 
2008). Researchers in Malyasia found training impacted employees at work in the 
following ways: time savings, increase in work quality, increased networking, cost 
reduction, and increased productivity (Noor & Dola, 2012). An example of the positive 
effects of training can be observed in a study of training received by flight attendants. 
Using random assignment, the attendants who received problem-solving skills training 
reported more problem solving skills, more problem-solving self-efficacy, greater 
positive affect, higher job satisfaction, and higher life satisfaction than the control group 
(Ayres & Malouff, 2007). In a study of supermarket employees in Bangladesh, the 
researchers concluded employee training programs can help increase productivity and 
quality of work life (Karim et al., 2012). Training employees may come with a caveat as 
shown by a British study which determined that training appears to affect the financial 
performance and productivity of an organization only when training covers a large share 
of the workforce (Jones, Jones, Latreille, & Sloane, 2009). Furthermore, organizations 
that invest more in training have been found to have a significantly higher level of 
organizational performance including its ability to attract and retain employees (Harel & 





 Some studies suggest that workers’ higher productivity after training is not related 
the transfer of knowledge or skills to the work environment but a result of an 
improvement of worker loyalty to the firm (de Grip & Sauermann, 2012). Opportunities 
for on the job training also provide employees with opportunities to refresh and update 
their skills, which may be a factor in job satisfaction. Training and development 
programs offered by the Human Resource department in the lodging industry have been 
shown to have a direct influence on employee skills impacting both productivity and 
competency levels, and may impact employee job satisfaction (Costen & Salazar, 2011). 
In another study, training was shown to be a significant predictor of work satisfaction, 
and training was also shown to be the most influential predictor of continuance 
commitment (Taormina, 1999).  
Online faculty training. 
In a study examining strategies administrators use to train online faculty, the 
researchers found there is a gap between the need for online training and the actual 
training that is taking place (Batts et al., 2010). In a study of professional development 
for online teachers, Rice and Dawley (2009) found 62% of teachers had no training in 
how to teach online before teaching online, few had formal academic training in the 
online teaching, and most faculty members learned on the job. Faculty members were 
rarely provided with extra funding, recognition, or release time. However, in a different 
study, technical training was required for instructors before teaching online (Kilic-
Cakmak et al., 2009). Many institutions have faculty development centers that can 





Faculty need to be enthusiastic, interested and skilled to develop excellent online 
courses (Magnussen, 2008). Literature suggests faculty may not be as confident or 
comfortable with their technical skills to design and manage the course as they need to be 
to make the transition to the online environment (Baran et al., 2011; Lackey, 2011). Other 
researchers noted that online teachers may often feel unprepared for the challenges of 
teaching online, and also feel they lack the tools or pedagogical skills necessary to be 
effective (Lackey, 2011; Major, 2010). One option for adequately preparing faculty 
members to teach online is through training. Terantino and Agbehonou (2012) noted an 
important component in online education is a well-trained and supported online faculty. 
Technology is changing the face of education and faculty who teach online have 
much to learn. The initially steep learning curve may complicate a faculty member’s 
work life until they are adequately trained (Appana, 2008). A principal issue has been 
training faculty to design and deliver online courses (Terantino & Agbehonou, 2012). 
Faculty who are new to online instruction should not be expected to intuitively know how 
to design and deliver online courses and that these faculty members will require a 
significant amount of training before doing so (Rovai, Ponton, Derrick, & Davis, 2006).  
 In addition to initial faculty training to teach online, there is a need for faculty to 
continue to maintain and upgrade their knowledge and skills for teaching online (Pagliari 
et al., 2009). Institutions must be committed to providing continuous faculty training and 
support (Appana, 2008) through professional development opportunities that expose 
instructors to new software and other technologies (Fish & Wickersham, 2009). Faculty 
development that includes initial training and ongoing support to help ensure a positive 





Agbehonou, 2012). Training topics may include designing course content, using 
instructional tools, engaging online learners, providing feedback to students, and 
assessing online learning (Perreault et al., 2008).  
Specifically addressing community colleges, Batts et al. (2010) noted the need to 
review training offered for online instruction, including the delivery of course content, its 
appropriateness, and faculty attendance. Administrators need to assess the latest 
technologies and develop web-based training modules which train faculty in brief, 
informative formats in small and manageable modules to address critical areas. 
Administrators also need to provide support, resources, and training to faculty members 
who teach online (Pagliari et al., 2009). Research suggests campus administrators still do 
not understand the level of time and commitment teaching online requires of a faculty 
member, therefore hindering the level of support and resources allocated to such training 
efforts (Lackey, 2011). 
The rapid growth of online course offerings, combined with technological 
advances, require continuous training and support to meet the demands of e-learning (Al-
Salman, 2011). A review of training literature suggests there are numerous benefits of 
training for all kinds of employees. The focus of the literature review will now shift from 
training online faculty members to job satisfaction and job satisfaction factors. A review 
of the literature will uncover what is known about the relationship of training to job 
satisfaction, and the effects of job satisfaction on student achievement. As many studies 
on job satisfaction have been performed in a variety of settings, job satisfaction will be 






Job satisfaction is important for employees regardless of their work setting (Isaac 
& Boyer, 2007). Individuals who are satisfied have also been found to work at the upper 
limits of their capacity, so job satisfaction is beneficial for an organization, in fact, 
workers’ job satisfaction has been determined to be necessary for the survival and 
success of firms (de Grip, Sieben, & Stevens, 2009). In terms of organizational 
performance, employee satisfaction is as important as customer satisfaction (Chen, 2011). 
Job satisfaction is experienced in an intensely personal way. Lower levels of job 
satisfaction have been shown to be related to overall health (Schat & Frone, 2011) and 
higher staff turnover (de Grip et al., 2009). For example, one study of sports reporters 
found low job satisfaction levels resulted in increased reported levels of stress, sabotage, 
frustration, anger, interpersonal aggression, theft, hostility and complaints, absenteeism, 
and intention to quit the job (Reinardy, 2007).  High job satisfaction is often related to 
increased collegiality (Trower, 2009) as well as employee engagement and organizational 
commitment (Mathis & Jackson, 2008). As job satisfaction is experienced individually, 
but has an effect on the broader organization (de Grip et al., 2009) this topic is worth 
researching. The discussion of the importance of job satisfaction will begin with a 
definition of job satisfaction.  
Definition of job satisfaction. 
A broad definition of satisfaction has been defined as the fulfillment of needs and 
wants (Knoop, 1994). Chih, Liu, and Lee (2008) defined satisfaction as being felt or 
experienced when the results exceed or are equal to expectations, it is typically felt or 





satisfaction experienced on the job. To this end, Hagedorn (2000) concluded “[a]lthough 
no appropriate metric capable of precisely categorizing or gauging levels of job 
satisfaction exists, any worker can attest that its presence can be felt and its consequences 
observed” (p. 9).  
The reasons for investigating job satisfaction are clear but defining job 
satisfaction is difficult and complex (Hagedorn, 2000). Hagedorn (2000) noted job 
satisfaction is the result of many extrinsic and intrinsic aspects including personal 
experiences, demographic factors, and the job itself. Life circumstances and personal 
priorities can also affect job satisfaction. Job satisfaction reveals temporary feelings 
toward the job (Wang & O’Reilly, 2010). 
Job satisfaction also includes the collection of beliefs and feelings an individual 
has about their current job (George & Jones, 2008). An individual’s level of job 
satisfaction can range from extreme dissatisfaction to extreme satisfaction. Job 
satisfaction is also defined as a “pleasurable or positive emotional state resulting from the 
appraisal of one’s job or job experiences; this state is achieved by satisfying certain 
requirements of the individual regarding his/her job” (Andresen, Domsch, & Cascorbi, 
2007, p. 718). For the purposes of this study, which will evaluate overall job satisfaction 
at work, the definition of job satisfaction as a positive emotional state resulting from 
evaluating one’s job experiences, will be used (Mathis & Jackson, 2008). 
Job satisfaction background. 
Job satisfaction concerns organizational leaders because it affects important 
organizational outcomes such as productivity and individual performance, reduced 





dissatisfaction often predicts turnover intentions (de Moura, Abrams, Retter, 
Gunnarsdottir, & Ando, 2009) and dissatisfaction can also have a negative impact on the 
attrition and turnover intentions of faculty (Xu, 2008). The benefits of job satisfaction can 
also include organizational commitment, engagement (Mathis & Jackson, 2008), 
professionalism, and increased collegiality (Trower, 2009). 
  In his seminal work on job satisfaction, Herzberg (1973) identified two scales of 
job satisfaction: motivators (satisfiers) and hygiene factors (dissatisfiers). Herzberg 
(1973) identified a list of motivators which include achievement, recognition, the work 
itself, responsibility and advancement. Summarizing the theory, Herzberg (1973) noted 
satisfaction and dissatisfaction are not opposite ends of the same scale, and that factors 
which dissatisfy an individual in his or her work may be different from factors which 
satisfy an individual in his or her work.  The satisfier continuum indicates these satisfiers 
are placed on a continuum which has “no job satisfaction” on one end, and “job 
satisfaction” on the other end. The list of hygiene factors include: company policy, 
supervision, salary, interpersonal relations with the supervisor, and working conditions. 
The hygiene scale shows “no job dissatisfaction” on one end, and “job dissatisfaction” on 
the other.  
While Herzberg’s (1973) study focused primarily on the work situation, job 
satisfaction is also influenced by factors outside of the work environment. In a ground 
breaking theory of job satisfaction using factor analysis Kalleberg (1977) found job 
satisfaction factors could be either intrinsic (referring to the work itself) or extrinsic 
(representing facets of the job external to the task itself). Part of the complexity of 





and professional life (Huysman, 2008). Additionally, job satisfaction, motivation, and 
commitment have been found to vary between individuals and within individuals 
(Rhodes, Nevill, & Allen, 2004). Each job has specific characteristics that may affect 
research outcomes (de Grip et al., 2009).  As job satisfaction is nuanced and 
individualistic, this paper will now consider factors of job satisfaction.  
Job satisfaction factors. 
There are many factors that have been shown to exert influence on an individual’s 
job satisfaction. This section will cover recent research concerning job satisfaction in a 
variety of occupational settings. Following sections will consider factors which have been 
shown to specifically influence job satisfaction for F2F faculty members and online 
faculty members. A complete model of job satisfaction antecedents will not be specified 
here. However, a literature review to give the reader a taste of the many factors that may 
affect job satisfaction is offered.  
While it is difficult to determine all the elements that affect an individual’s job 
satisfaction, a number of broad themes emerge from the literature. Job satisfaction can be 
ascribed to the two broad factors of environment and personal factors (Spector, 1997). 
School administrators need to understand the key factors involved in faculty satisfaction, 
and identifying specific leadership actions that predict employee satisfaction can benefit 
their institutions level of morale, satisfaction, and retention (Webb, 2009). The following 
section will narrow the broad study of job satisfaction to faculty job satisfaction.  
Faculty job satisfaction. 
Faculty job satisfaction is hard to describe and predict (Bolliger & Wasselink, 





analyzing faculty job satisfaction compared to job satisfaction among other workers, 
unique themes and trends emerge. In some ways faculty job satisfaction resembles other 
workers. Like other workers, faculty members tend to be satisfied if they are respected by 
their co-workers and if they feel they receive fair pay (Bozeman & Gaughan, 2011). 
However, faculty job satisfaction is unique in certain ways, specifically as it relates to the 
tenure process which includes a unique set of requirements and challenges compared to 
other occupations (Bozeman & Gaughan, 2011).  
Compared with other professional fields, higher education enjoys an overall high 
level of faculty satisfaction (Gappa, Austin, & Trice, 2007; Lin, Pearce & Wang, 2009). 
In one study, nearly three out of four faculty members (74.8%) reported high overall job 
satisfaction (Hurtado & DeAngelo, 2009). The National Study of Postsecondary Faculty 
(NSOPF) (2004) shows high degrees of overall job satisfaction for faculty (87.5%), 
regardless of appointment, career stage, institution, gender, or ethnic background (Gappa, 
Austin, & Trice, 2007). According to Pearson and Seiler (1983) "this area has not 
received attention because a high level of job satisfaction generally has been presumed to 
exist in a university setting" (p. 36). In a study which utilized a mixed methodology of 
focus groups and surveys, individual faculty job satisfaction was found likely to vary 
over time (Rhodes et al., 2004). In comparison with the wide number of studies into job 
satisfaction in other fields, inquiries into faculty job satisfaction have been relatively 
overlooked (Chen, 2011). Previous research has indicated a wide variety of factors that 
influence faculty satisfaction. It is important to continue to learn more about faculty 
satisfaction because it affects faculty motivation (Bolliger & Wasselink, 2009).  





factors outside of work such as work-life balance (Morganson, Major, & Bauer, 2009) 
and school location (Eddy, 2010). Personal demographic factors influence faculty 
member job satisfaction as well. These factors include gender (Bolin, 2007) and national 
origin (Lin et al., 2009). Other examples of personal characteristics which influence 
faculty job satisfaction are: flexibility (Hiltz et al., 2010); autonomy (Kim, Twombley, & 
Wolf-Wendel, 2008); ethnic background (Trower, 2009); stress (Russell, 2010); type of 
professor, which is defined as organized, and a positive attitude (Fillion, Limayem, 
Laferriere, & Mantha, 2009); and pedagogical challenges such as learning new 
technology to deliver course content (Hiltz et al., 2010). Additional factors affecting 
faculty job satisfaction include work preference, appropriate recognition, and status 
(Hoyt, Howell & Eggett, 2007), the opportunity to educate students (Absher, 2009), as 
well as the number of published journal articles, tenure track, faculty rank, and full time 
or adjunct status (Lin & Irby, 2008).  
Some factors of faculty job satisfaction are under the control of school 
administrators. If administrators provide adequate and equitable access to resources, 
senior faculty members’ job satisfaction has been shown to increase (Russell, 2010). 
While university administration cannot be expected to control personal intrinsic factors 
that may lead to job satisfaction, they can focus on the facets of a position that can be 
influenced, such as for training and development (Stewart, Goodson, & Mertschin, 2010). 
Only after gaining an understanding of the many factors of job satisfaction can faculty be 
effectively motivated and increase their enthusiasm for their work (Bolin, 2007). The 
following will include an analysis of select factors that have been shown to influence an 





The impact of specific factors on job satisfaction. 
The factors of age, gender and overall job satisfaction will be explored relative to 
training experienced. The two groups of age and gender were chosen for further analysis 
in the online environment because of the number of studies which have included these 
factors in relation to job satisfaction. The factors of gender and specifically age have also 
yielded mixed relationships to job satisfaction across various studies, and will be 
analyzed as these factors are relatively static factors compared to extrinsic factors.  
 Demographic factors such as gender (Bolin, 2007; Johnson, 2010; Sabharwal & 
Corley, 2009; Spivey, Chrisholm-Burns, Murphy, Rice, &Morelli, 2009; Zhang, 
Verstegen, & Kim, 2008) and age (Bolin, 2007; Lin et al., 2009; Zhang et al., 2008) are 
regularly confirmed as being related to job satisfaction. These studies have shown not all 
faculty groups experience job satisfaction similarly.  
Gender. 
Examinations of the relationship between gender and job satisfaction have 
resulted in consistent findings. In a study of faculty satisfaction across gender and 
discipline, researchers found with few exceptions, male faculty members in all disciplines 
have generally higher levels of job satisfaction than female faculty members (Sabharwal 
& Corley, 2009). In a study which was limited in scope to tenured and tenure-track 
faculty at research universities, the researchers found men to be notably more satisfied 
than women (Bozeman & Gaughan, 2011). The 2007-08 Higher Education Research 
Institute (HERI) faculty study found women were less satisfied than men in the autonomy 





Absher (2009) also found female faculty members to be less satisfied with certain work 
and career factors than men. 
Age. 
As the Baby Boomer generation (persons born between the years of 1945 and 
1964) of faculty members begin to retire and are replaced by younger faculty members 
(Feistritzer, Griffin, & Linnajarvi, 2011), understanding age and job satisfaction 
differences for online faculty members increases in importance. Prior research has found 
age to positively correlate with overall teacher job satisfaction (Bolin, 2007). A review of 
the literature reveals a faculty member’s job satisfaction tends to increase with their age 
and tenure (Amalia, & Nikolaos, 2009; Bolin, 2007; Schroder, 2008; Tillman & Tillman, 
2008). However, little is known about the effect of age on the satisfaction experienced by 
the online faculty member.  
In spite of job satisfaction tending to increase with age, older adults have been 
found to be less confident than younger adults in learning how to use computer based 
technology (Marquie, Jourdan-Boddaert, & Huet, 2002). As a result, inquiries into the 
relationship between age and technology use have been performed (Wood, Lanuza, 
Baciu, MacKenzie & Nosko, 2010). A qualitative study performed by Orr, Williams, & 
Pennington (2009) found while all faculty desired to provide a quality online learning 
experience, veteran instructors were looking for input and suggestions as to how they 
could improve their courses even more. This finding is contradicted by an earlier study 
that found age to significantly and negatively influence an individual’s initial attitude 
toward technology adoption (Morris & Venkatesh, 2000). Morris and Venkatesh (2000) 





variables such as education, occupation and income levels, but diminished after a period 
of three months of new technology use. The researchers did note the findings could be 
due to cohort effects rather than being age related.   
Importance of faculty job satisfaction. 
The effects of high faculty job satisfaction are felt in different ways in an 
academic institution. Faculty members with high levels of job satisfaction have proven to 
be a predictor of student achievement (Willis & Varner, 2010). Additionally, job 
satisfaction levels affect the quality of faculty work, which may ultimately affect student 
persistence and retention (McLawhon & Cutright, 2011). Knowles (1970) noted that the 
teacher is the most important variable in the classroom for student achievement.  
According to the National Commission on Teaching and America’s Future (1996), 
student achievement was more positively affected by the quality of teaching than by any 
other school-related factor, perhaps as much as their home and family environment. 
Faculty members play a vital role encouraging student motivation and learning (Ocak, 
2011). Similarly, Chen (2011) noted the satisfaction of university faculty members with 
their current work environment can promote improved teaching quality. Course-related 
faculty interaction had also been shown to significantly and positively predict student 
degree aspiration, gains in critical thinking and communication, and overall college 
satisfaction (Kim & Sax, 2009). The influence of faculty job satisfaction extends to 
student achievement.  
Faculty engagement has been demonstrated to affect a student’s ability to 
complete an online course (McClure, 2007), and desirable student behavior is closely 





the degree to which faculty are engaged, has been found to be a contributing factor for 
student success (Stewart et al., 2010), and even affect a student’s ability to complete an 
online course (McClure, 2007). The research has clarified the role of online faculty 
members in student success. As faculty job dissatisfaction can adversely affect student 
performance levels, it is important for school administrators to understand each factor 
that contributes to job satisfaction. 
  Many studies take a logical next step with job satisfaction and analyze its effect 
on retention and turnover. The twin issues of turnover and retention of qualified 
employees affect nearly every organization.  Turnover and turnover intentions are 
influenced by a wide variety of factors related to the work environment that may increase 
job satisfaction and improve faculty retention (Spivey et al., 2009).  
Faculty turnover is also costly (Green et al., 2009). Generally speaking, an 
organization’s investment in selection, training, and promotion is lost if employees leave 
and turnover is something most organizations try to avoid (de Moura et al., 2008). This is 
also true for institutions of higher education. Promoting high levels of job satisfaction is 
critical to reducing faculty turnover (Spivey et al., 2009), which is costly to colleges and 
universities (Green et al., 2009). Faculty turnover is costly in multiple ways. Faculty 
turnover is costly in terms of faculty training, course adaptation and redevelopment, and 
increased staff support (Green et al., 2009). This finding demonstrates the interrelated 
issues of faculty satisfaction, training, retention, and persistence. Another reason it is 
necessary to understand the factors that influence employee job satisfaction is research 
has linked employee job satisfaction to organizational commitment (Costen & Salazar, 





linked (Chung et al., 2010). Much of the research on faculty satisfaction points to 
correlations between satisfaction and intent to leave as the primary concern (McLawhon 
& Cutright, 2011). Job satisfaction is an important topic to study when considering the 
expense of retaining or replacing faculty (Webb, 2009).  Administrators should seek to 
increase job satisfaction in an attempt to reduce costly faculty turnover as school budgets 
shrink (Balsley, 2011; Pagliari et al., 2009). 
A satisfactory work environment is a logical way to retain faculty (Johnson, 2010) 
and may reduce faculty members’ intention to leave (Dardar, Jusoh, & Md Rasli, 2011; 
de Moura et al., 2008). Faculty members have been found to be attracted and retained in 
an environment where they are likely to find job satisfaction (Chen, 2011). The following 
sections explore factors that lead to job satisfaction for faculty members who teach 
online, as well as review factors that lead to dissatisfaction. 
Online faculty job satisfaction. 
This section will narrow the focus of job satisfaction to online faculty satisfaction. 
Defining job satisfaction for online faculty is also complex. In spite of the volumes of 
studies of job satisfaction, only recently have a significant amount of studies involving 
faculty and institutions of higher learning and, more specifically, college faculty involved 
with online education been seen (Bair & Bair, 2011).  There is relatively little 
information available about faculty members who teach online compared to student 
experiences in online courses (Kearsley, 2010; Schulte, 2010).  
Defining online faculty job satisfaction.  
Online faculty satisfaction has been defined by the American Distance Education 





professionally beneficial (para. 10). For the purpose of this study, online faculty job 
satisfaction is defined as a faculty member feeling positive and confident about how they 
teach in the online environment. This definition limits online faculty satisfaction to the 
work itself. Huysman (2008) cautioned against this narrow of a definition by listing a 
number of factors outside of the job which affect a person’s job satisfaction, such as 
family relationships. In spite of this concern, the purpose of this study is focused on the 
satisfaction online faculty have with the job itself.  
Factors that affect online faculty job satisfaction. 
Job satisfaction for online faculty members is tremendously important. Faculty 
satisfaction with teaching online was found to be the primary determining factor for 
faculty who desired to teach online (Tallent-Runnels et. al, 2006). Researchers have also 
found a positive relationship between satisfaction and perceived quality of online courses 
(Rodriguez, Oom, & Montanez, 2008).  
The work environment of an online faculty member is different from a faculty 
member who teaches face-to-face (F2F). A natural consequence of this difference is that 
job satisfaction for online faculty members stems from a unique set of factors that vary 
by faculty member. Online instruction and assessment must be balanced with the 
necessities of technology, delivery, pedagogy, learning styles, and learning outcomes 
(Gayton & McEwen, 2007). Other differences in the work environment include the use of 
computer programs such as Flash, Adobe Presenter and Impatica (Badge et al., 2008) and 
other technologies when teaching. The work situation for online faculty members may 
vary greatly from F2F faculty members. In a similar manner, faculty members who teach 





access to students located nearly anywhere in the world. As a result of these unique 
working conditions, online faculty members may experience increased personal job 
satisfaction because they were able to accommodate family responsibilities through a 
flexible schedule (Hiltz et al., 2010; Hoyt et al., 2007; Ng & Feldman, 2008). 
Beyond working conditions, online faculty satisfaction has been found to be 
specifically influenced by a number of student characteristics. Factors which specifically 
affect online faculty satisfaction positively include the ability to reach more students 
(Hiltz et al., 2010; Kyei-Blankson, 2009), increased satisfaction from educating a diverse 
student population (Bolliger & Wasilik, 2009), the opportunity to engage new 
populations of students (Hiltz et al., 2010), and the perceived high quality of online 
students (Hoyt, et al., 2007). Another factor that positively affects online faculty includes 
the use of a highly interactive learning environment (Bolliger & Wasilik, 2009).  
Unique factors which may lead to dissatisfaction with the online work 
environment include the need to be continuously responsive to meet students’ 
expectations (Hiltz et al., 2010; Ng & Feldman, 2008), the professional isolation that 
occurs from not working near coworkers and increased family-work conflicts for some 
faculty members (Ng, 2008; Ng & Feldman, 2008). Some faculty reported a lack of 
technical expertise and support (Haber & Mills, 2008) could lower job satisfaction as 
well.  
 A finding unique to the online environment was revealed in a qualitative study 
that indicated online faculty satisfaction arose in part from the challenges and fulfillment 
of learning new technologies and also applying the technology creatively to teaching 





technologies to be a personal and intrinsic factor of job satisfaction felt by online faculty 
members. The success of online courses depends on the structure offered by schools and 
universities, as well as the faculty and adjunct instructors who teach these courses (Cook, 
Lee, Crawford & Warner, 2009). 
Training and Job Satisfaction 
Job satisfaction has been recognized as an important factor and a matter of serious 
concern to many organizations (Dardar et al., 2011). Studying faculty satisfaction is 
important because the social and intellectual structures of higher education are changing 
over time (Sabharwal & Corley, 2009) as faculty members retire and technology use 
increases. Studying faculty satisfaction is also important because Willis and Varner 
(2010), in a review of the literature, found student achievement to be clearly linked to 
faculty satisfaction. Faculty satisfaction in the online context also needs to be 
continuously assessed to assure quality educational experiences for faculty and students 
(Bozeman & Gaughan, 2011). 
Research has also confirmed that training has a positive impact on employees’ job 
satisfaction (Sahinidis & Bouris, 2008). A company’s training programs are an indicator 
of the organization’s willingness to invest in the employee, and the organization’s level 
of commitment to the employee. This organizational commitment could inspire increased 
employee loyalty and effort (Owens, 2006). Prior research has indicated the need to train 
faculty members to teach online more effectively (Lee & Busch, 2005). In order to 
develop and sustain successful online programs, institutions should address the needs of 
online instructors in a systematic and comprehensive manner and employ different 





This research suggests the need to confirm the relationship between training programs 
and job satisfaction and turnover (Dardar et al., 2011) for faculty members who teach 
online.  
However, despite strong ties between training and job satisfaction in non-
education related literature, little research has been done linking training to faculty 
satisfaction in the online environment. The focus of community college practitioners 
remains centered on teaching and training, which has resulted in very little research 
examining distance education within the community college (Jackson et al., 2010). 
Studies that have analyzed job satisfaction of online faculty members (Bolin, 2007; 
Gullickson, 2011) have not investigated whether the level of job satisfaction reported was 
related to training the faculty members received (Orr et al., 2009).  
In many organizations, training is among the mechanisms of enhancing 
employees’ job satisfaction (Dardar et al., 2011). Feelings of competence, which can 
result from participating in training programs of customer service employees, have been 
shown to increase job satisfaction (Hartline & Ferrell, 1996). In a discussion of how to 
prepare F2F faculty to teach, training was shown to be significantly and positively 
connected with job satisfaction (Jones, 2008). Training opportunities provide employees 
with the knowledge, skills, and abilities to perform their job to the company’s standard, 
which subsequently enhances the employees’ confidence in their abilities and satisfaction 
with their jobs (Costen & Salazar, 2011). There is a need for more research to be 
conducted in this area in order to gather more information concerning training faculty 
members to teach online. Components of faculty satisfaction need to be investigated as 





learner expectations, levels of support, and other conditions continue to change. Data 
collected, such as current available training at institutions, could prove to be important in 
promoting student success by training faculty to be successful online instructors (Pagliari 
et al., 2009).  
Conducting additional research specific to distance learning training is 
recommended (Perreault et al., 2008). The results of a study to determine whether 
community college faculty members participate in training opportunities found a need for 
further development of training for faculty who teach online courses (Batts et al., 2010). 
More research is needed on how to prepare and support online instructors (Crawford-
Ferre & Wiest, 2012; Pagliari et al., 2009).   
Summary  
The melding of the Internet and education has created a new kind of knowledge 
worker, the online faculty member. This new method of teaching has some similarities 
with teaching F2F, but also many notable differences. As a result of these differences, 
some faculty members have resisted online teaching, citing inhibiters such as lack of 
time, lack of skills, and lack of training. The online format requires a unique set of work 
related skills for quality faculty members. A review of the literature identified training as 
a way for faculty members to acquire the skills needed to offer a quality online course. 
Lack of adequate training for faculty is considered one of the greatest barriers to teachers 
becoming involved in distance education practices (Schneckenberg, 2010).  
Job satisfaction has been found to be important to employees across continents 
and industries. Faculty members who report high levels of job satisfaction have proven to 





between job satisfaction and student achievement, faculty members have an important 
role in any classroom, and creating opportunities for faculty to be satisfied in their work 
is a meaningful task for leaders of higher education (Marston & Brunetti, 2009). 
Ultimately, faculty satisfaction has been shown to affect student achievement. 
While there are many factors that affect faculty satisfaction, there is a relative gap in the 
literature concerning the effects of training, and a specific gap on the relationship 
between training and job satisfaction in the online teaching environment. This study 
addresses that gap through a quantitative methodology whereby the relationship between 
training and job satisfaction is explored. 
In review, due to the influence of the faculty member on student achievement, if 
faculty members are not properly trained to teach online, student learning may suffer. 
There is still much to learn about the direct connection between training, faculty job 
satisfaction, and student success. The literature review highlights the need to examine the 





Chapter 3: Research Method 
As research has found the benefits of faculty job satisfaction to be improved 
retention and student achievement, and, as the ICCOC is using the online course modules 
as a means to train and support online faculty, the specific problem was the ICCOC does 
not know whether the expensive online course modules result in increased job 
satisfaction for online faculty members. The purpose of this quantitative, correlational 
study was to examine whether the presence and amount of training received through the 
online course modules predicted the level of job satisfaction reported by online faculty 
members who work for the ICCOC.  
The questions that guided this study were: 
1. What relationship, if any, exists between training, defined as yes/no completion  
of any Pearson eTeaching Institute© training modules, and job satisfaction 
reported among faculty members who teach online for the ICCOC, 
controlling for age and gender? 
2. What relationship, if any, exists between training, defined as the number of  
Pearson eTeaching Institute© training modules completed, and job 
satisfaction reported among faculty members who teach online for the 
ICCOC, controlling for age and gender? 
The hypotheses that were used in conjunction with the research questions were: 
H10. There is no relationship between training, defined as yes/no completion of  
any Pearson eTeaching Institute© training modules, and job satisfaction 
reported among faculty members who teach online for the ICCOC, 





H1a. There is significant relationship between training, defined as yes/no  
completion of any Pearson eTeaching Institute© training modules, and job 
satisfaction reported among faculty members who teach online for the 
ICCOC, controlling for age and gender.   
H20. There is no relationship between training, defined as the number of Pearson  
eTraining Institute© training modules completed, and the job satisfaction 
reported among faculty members who teach online for the ICCOC, 
controlling for age and gender. 
H2a. There is significant relationship between training, defined as the number of  
Pearson eTraining Institute© training modules completed, and the job 
satisfaction reported among faculty members who teach online for the 
ICCOC, controlling for age and gender. 
This chapter will include an overview of the methodology of the study as well as 
the study design that was used. A description of the study population and sample will be 
discussed. The instrument, data collection, processing and analyses will be described. 
Finally, study assumptions, limitations and delimitations, as well as the precautions 
which were taken to ensure confidentiality and privacy, is addressed.  
Research Methods and Design(s) 
In order to obtain a deeper understanding of the relationship between training and 
job satisfaction for online faculty members, a quantitative method and correlational study 
design using regression analysis for both research questions was conducted. As the goal 
of this study was to examine the relationship between the variables of training and job 





strength of quantitative analysis is the ability to measure attitudes (Vogt, 2007) such as 
job satisfaction. This research study did not focus on a deeper meaning of a specific 
condition, which is the strength of a qualitative design, and the limitations of time and 
expense did not justify the use of a mixed-method design for this study (Creswell, 2009). 
This research design did have inherent limitations. Using a correlational design 
lacks random assignment to a control group and prevents the investigator from 
determining causality as the variables under investigation may affect each other (Vogt, 
2005). An experimental method could not be used in this study as some faculty members 
have already participated in online training modules and the researcher did not wish to 
prevent faculty members from participating in training if they desired to. However, the 
use of regression analysis to answer the research questions allowed for the ability to make 
predictions without presuming causality (Vogt, 2007). Further limitations of the study 
approach will be addressed later in this section. 
Survey methodology was used for this study and this approach is widely-used to 
gather objective data about the participants such as age and gender. Surveys are also 
useful to find out respondents attitudes, values, and beliefs (Vogt, 2007). The use of 
survey methodology was appropriate for this study because the variable of job 
satisfaction is attitudinal in nature and can be easily ascertained through a self-reported 
survey. One advantage of survey use in this study is the ability to quickly and easily 
appraise the attitudes of a large number of participants who are widely dispersed (Vogt, 
2007). The survey method was chosen due to the geographic dispersion of the ICCOC 
faculty who are located across Iowa and nationally as well. Survey research is also easy 





The use of t-tests could have worked for Research Question 1 (training as a yes/no 
dichotomous variable), however, regression analysis has a greater ability to examine the 
relationship between training and job satisfaction based on one or more variables such as 
age or gender, which have been identified as important covariates in a review of the 
literature (Vogt, 2005). Research Question 2 (training amount as a continuous variable) 
could have been analyzed based on correlation but the use of regression analysis again 
allowed for the specific variables of age and gender to be controlled as part of the 
analysis. Due to the nature of the study, the use of regression analysis best analyzed the 
relationship between training and job satisfaction by controlling for variables highlighted 
in the literature review. 
This study did not try to measure the effectiveness of one training method over 
another; rather the study investigated the relationship of online module completion 
training and online faculty satisfaction. Possible objections to this research plan may have 
included that this study is not an experimental study. An experimental approach would 
not have worked well in this case as an experimental method would have required 
offering training opportunities to one group while withholding training opportunities 
from the other group, and some individuals had already completed one or more training 
modules. The author was simply investigating the relationship between training and job 
satisfaction and as a result a control group or randomized sample was not feasible in this 
study. The purpose of this study was to determine if there was a relationship between 
training and job satisfaction, not to determine if the training that takes place is effective, 





The most appropriate methodological approach for this research study was a 
quantitative method and correlational study design that used regression analysis. This 
method was utilized because of the benefits of survey research such as the ability to 
collect data from respondents who are at a distance from the researcher. Other options 
considered were focus groups or faculty interviews; however, because of the limitations 
of time and resources, and because a strength of surveys is the ability to gather attitudinal 
data, survey research was determined to be the best method.  
Population 
This research study was conducted with Iowa Community College Online 
Consortium (ICCOC) online faculty members. Instructors who teach for this consortium 
primarily reside in Iowa but are dispersed nationally. Permission was sought and granted 
from the Director of the ICCOC, Mark White, to survey a population estimated at 
approximately 504 faculty members who taught for the ICCOC during the 2011-2012 
academic year. After the removal of duplicate email addresses, the actual number of 
faculty emails which were sent was 497. An additional 5 email addresses were 
undeliverable, leaving a final population of 492 possible respondents. Some faculty 
members who were surveyed had not taken a single online training module, while some 
faculty members had taken as many as six online training modules.  
The study population includes members of both genders, various age groups, and 
includes a mix of full-time and adjunct instructors, with varying levels of teaching 
experience and educational attainment. Generally, faculty members who teach for 
institutions of higher education such as the ICCOC are highly educated due to the 






Using an email list of 492 ICCOC faculty members used with permission 
(Appendix A) and provided by the Director of the ICCOC, a blind copy email was sent to 
each faculty member who taught online during the 2011-2012 academic year which 
introduced the proposed study and included a link to the online survey. Faculty members 
were able to voluntarily participate in the survey, which formed a convenience sample. 
Participant responses were anonymous, and no incentives were provided to ensure 
anonymity of the respondents.  
An initial power analysis using the G*Power
®
 3.1 software program (Freeman et 
al., 2007) using an alpha of .05 and a small effect size of 0.10 (Cohen, 1988) indicated a 
sample size of 81 participants needed to achieve a power of 0.802. For this study, an 
estimated power of 0.80 required a response rate of 16.1%. A total of 148 complete 
responses were received by the researcher, yielding a 30.1% response rate. The number 
of predictors chosen for the initial power analysis was three.  
No data was collected prior to IRB approval. While participants are generally 
difficult to recruit via an online survey, a recent survey sent to a portion of this study 
population produced a response rate of 54% (Gullickson, 2011). Over a period of three 
weeks three email invitations were sent to faculty members requesting study 
participation. More specific details regarding initial and subsequent email invitations to 
participate in the online survey are covered in the data collection section. The full text of 






This study utilized the Index of Job Satisfaction (IJS) created by Brayfield and 
Rothe (1951) to operationalize the variable of overall job satisfaction. The 18-item 
instrument was constructed to yield an overall job satisfaction score rather than 
satisfaction with specific aspects of the job. The score for each item has a range of 1 
(strongly agree) to 5 (strongly disagree) with total instrument scores ranging from 18 to 
90 with the undecided or neutral point at 54. One half of the items are reverse scored. The 
reliability coefficient computed for the original sample was .77, which was corrected by 
the Spearman-Brown formula to α = .87 (Brayfield & Rothe, 1951, p. 310). Instruments 
for basic research should have reliability coefficient scores of 0.80 or higher (Nunnally & 
Bernstein, 1994). The validity of the instrument was addressed through the face validity 
of the questions. Validity was also originally established for this attitudinal scale through 
the use of 77 adult judges who analyzed each item for construct validity for each survey 
item. Finally, validity was addressed through an outside criterion. The index was 
administered to students in a Personnel Psychology course, and enrollment in this class 
was considered to be an expression of their interest in personnel work. The assumption 
was made that persons in the course who were employed in personnel work should be 
more satisfied with that work than those who were not employed in the area of personnel. 
The difference between the two groups was significant at the 1% level offering a high 
level of validity (Brayfield & Rothe, 1951, p. 311). Scores on the Index of Job 
Satisfaction were highly correlated with another job satisfaction instrument, the Hoppock 
Blank (1935), as stated by Brayfield and Rothe (1951). The long form IJS is a proven 





hardship for the respondent. The full survey, including the Index of Job Satisfaction by 
Brayfield and Rothe, can be found in Appendix E.  
To operationalize the variable of training, the survey contained two questions that 
related to training. The first question asked a faculty member to indicate whether he or 
she had taken a training module (yes/no) offered by the Pearson eTraining Institute. This 
item was used in the data analysis process to determine whether there was a relationship 
between training and job satisfaction for survey participants. The second question asked 
each faculty member to indicate the number of Pearson eTraining Institute® training 
modules he or she had completed. As guided by the literature review, the survey collected 
the additional demographic data of age and gender as well.  
The entire survey contained 22 items. The items were accumulated in an online 
data collector managed by SurveyMonkey® at the following direct link: 
https://www.surveymonkey.com/s/NFMCS3C. This methodology is ideal for this study 
because this approach is convenient and the data can be collected quickly. The 
operationalization of the study variables directly addressed the research questions in a 
reliable and valid manner. ICCOC faculty members who chose to participate in this study 
did so voluntarily by completing an online survey of 22 questions. The entire survey is 
available for review in Appendix E.  
Operational Definition of Variables  
There were three variables of particular importance to this study, the variables of 
training, measured two different ways, and job satisfaction.  
Training as a Dichotomous Variable. Respondents self-reported whether they 





eTraining Institute resulting in a dichotomous variable (1=yes, 2=no).  
Training as a Continuous Variable. Each respondent was asked to report the 
number of online training courses he or she has completed. Pearson eTraining Institute 
offers six courses faculty may have taken. This 6-point continuous variable is a ratio 
scale that ranges from 1-6 courses.   
Job Satisfaction. The variable of job satisfaction was operationalized through the 
Index of Job Satisfaction (IJS) created by Brayfield and Rothe (1951). This 18-question 
survey operationalized the variable of job satisfaction in a reliable and valid way. The IJS 
uses a five-point Likert scale with interval variables ranging from 1 = strongly disagree 
to 5 = strongly agree. One half of the items are reverse scored. The range of possible 
scores is 18 to 90 with the neutral point at 54 (Brayfield & Rothe, 1951).  
Data Collection, Processing, and Analysis 
The research questions were answered through the following process of data 
collection, processing, and analysis. A number of steps were accomplished before data 
was collected. Permission to survey faculty members was obtained from the Director of 
the Iowa Community College Online Consortium (ICCOC) (Appendix A). The study was 
approved by Northcentral University’s Institutional Review Board before data collection 
began. Faculty email lists were requested from the ICCOC Director for the purpose of 
inviting faculty members who taught online for the ICCOC during the academic year of 
2011-2012 to participate in this study. A confidential web-based survey was developed to 
provide convenience and complete anonymity for participants. The faculty members were 
notified of the survey, and privacy rights protected, through email and the use of the blind 





study, the procedure for completion, and included a unique survey link to the online data 
collector hosted by SurveyMonkey® (http://www.surveymonkey.com/). The survey link 
brought each participant to a web page whereby the issue of informed consent was 
handled. Participants were able to agree to the participation requirements, were notified 
of the research purpose and right to withdraw before proceeding to complete the survey.   
The survey included demographic questions as well as questions from the Index 
of Job Satisfaction (IJS) (Appendix E), was posted at SurveyMonkey®. See Appendix F 
for permission to use the IJS. The use of an online data collector allowed data to be 
quickly gathered from participants who were dispersed geographically. Also, the data 
collection was simplified through the online survey and automatically stored in a file for 
later analysis. The SurveyMonkey® product was also chosen because it uses a secure 
socket-layer (SSL) encryption package to generate and protect the unique survey link 
during transmission. Additionally, the investigator has used SurveyMonkey® in the past 
and this product has proven to be easy to use and is relatively inexpensive. 
An online research design was chosen because of the efficiency of distributing the 
survey to all ICCOC faculty members. One general concern for this methodology is the 
response rate of faculty members to an online survey. A recent analysis of part of this 
population generated an encouraging response rate of 54% (Gullickson, 2011). In an 
attempt to ensure the necessary response rate of 81 participants is reached, recruiting 
emails were sent out at different times while the survey was open. The initial email 
invitation was sent out the day the survey opened. A reminder e-mail was sent out 7 days 
after the survey opened and a final reminder email was sent 7 days before the survey 





survey closed and ICCOC faculty members who attempted to follow the link were not 
able to participate in the survey.  
After the survey was open for two weeks and there had been an email invitation 
and three survey reminders, there were a total of 140 survey responses. At this juncture, 
50 participants (35.973%) had completed one or more online course modules, while 89 
participants (64.03%) did not complete one or more course modules. According to 
ICCOC records, 198 faculty members (39.8% of the population) had completed at least 
one training module indicating that adequate variance in the independent variables is 
possible (T. Goodman, administrative assistant at Eastern Iowa Community College, 
personal communication, October 26, 2012). In an attempt to recruit more respondents 
who had completed one or more modules, the final email request asked specifically for 
responses from participants who had completed one or more online course modules 
(Appendix D). The survey was closed after three weeks and 148 usable results.  
After the survey window closed, data was processed after being exported from 
SurveyMonkey® into both the Microsoft Excel and SPSS programs and stored on a local 
password protected computer accessible to only the researcher. Using the export feature 
available in SurveyMonkey® eliminated the step of data entry for the investigator. The 
data was checked for accuracy to make sure there were no errors in the data collection 
process, and verified that all the questions were answered, as well as whether all the 
answers were complete. The survey yielded 164 total anonymous responses with no 
identifying information. The data was cleaned before analysis, which included adjusting 
for reverse scored items. After data cleaning, which included eliminating 16 incomplete 





The number of survey invitations, completed surveys, and survey response rate 
was calculated and documented as shown in Table 1.  
Table 1     
Survey Response Data 
     
Number of Survey Invitations 492  
Number of Surveys Started 164 33.3% 
Number of Usable Surveys 148 30.1% 
   
 
Descriptive statistics were used to describe the demographics of the sample 
including age and gender. Statistical software calculated the mean, mode, median, 
standard deviation, and range of scores. Descriptive statistics are presented in Chapter 4 
and in Appendixes I, J, and K. Inferential statistics were used to investigate the research 
questions as well. Further statistical analysis using regression helped determine if there 
was a relationship between training and job satisfaction, controlling for the variables of 
age and gender. Inferential statistics for this study are also reported in Chapter 4. 
Regression analysis was used to answer both research questions. Research 
Question 1 used regression analysis to examine training as a dichotomous variable as a 
predictor variable while controlling the variables of age and gender as predictors of 
satisfaction (Triola, 2010). The ICCOC offers six unique training modules to faculty who 
teach online, and it is the number of completed modules which was the emphasis of 
Research Question 2. The second research question examined training as a continuous 
variable while controlling for age and gender as predictors of satisfaction. 
The demographic questions of age and gender were asked as part of this study and 
were used to confirm and extend previous research as highlighted in the literature review. 





using regression is that if the regression equation fits the data well, it can be used for 
prediction (Triola, 2010). Regression analysis is helpful when trying to predict or explain 
the dependent variable with the independent variable. If there are other independent 
variables of interest, regression can be used to analyze these variables as well, whereas 
analysis of variance will not work (Cohen, 1968). This analysis is the most important 
advantage of using regression (Cohen, 1968) and thus the reason for its use in this study. 
In the present study, regression analysis helped control for the effect of the age and 
gender variables on overall job satisfaction. 
Assumptions  
The methodology of this study hinged on certain assumptions and specific 
limitations and delimitations. As the survey invitation was sent to faculty members email 
accounts, one assumption was that this survey was completed by faculty members. 
Another important assumption in this quantitative study was that the faculty members 
accurately recalled and self-reported the online training opportunities they have 
experienced in the past. It seems reasonable to assume faculty members will be able to 
recall online training courses individual faculty members have received. Another 
assumption was that faculty members were able to accurately self-report attitudes toward 
only the job satisfaction they experience while teaching online, and reported this 
information honestly. The survey intentionally did not ask faculty members to report pay, 
which may cause some faculty members to underreport satisfaction in the hopes of 
securing a raise. The survey also stressed the confidentiality of the survey in the consent 





An adequate response rate, suggested by an initial power analysis to be 81 
participants, is also assumed. The population estimated for this study was estimated to be 
approximately 497 faculty members, requiring a response rate of 16.1%. Accounting for 
inactive email addresses, the study population was 492. Encouraging results from a 
previous study based on this population yielded a response rate of 54% (Gullickson, 
2011). Steps to increase participation included the use of reminder emails and a lengthy 
survey window. The survey generated 148 usable responses, a response rate of 30.1%. 
Limitations 
The use of a correlational design creates specific limitations for making causal 
statements about two variables that may influence each other. Like most statistics, 
misinterpreting correlations can produce false results (Black, 1999). One limitation of 
this study is that only ICCOC faculty members were surveyed, and this study did not 
focus on faculty members who taught online for a wide number of institutions. In this 
case it is common practice to confine the findings only to the population of ICCOC 
faculty that was sampled and the results may not be generalizable to a broader population 
of faculty who teach online or to other types of organizations (Vogt, 2007). A limitation 
of the current proposed study is the use of a convenience sample of ICCOC faculty 
members, which again will limit the generalizability of the results. 
A potential limitation of this study was a small sample size (Black, 1999), 
however, this limitation did not occur in this study. Steps that were used to reduce this 
possibility were included in the data collection section. Clear email and survey 






A fourth limitation with the correlational design is participants were not randomly 
assigned to groups while the researcher manipulated one variable to determine the effects 
on another variable. It is advantageous whenever possible to have adequate variability in 
the data (Hays, 1994). The variables were represented somewhat unequally as more 
women who responded (n= 98) than men (n= 50) and fewer participants completed one 
or more modules (n=55) than those who did not complete a single course module (n=93). 
Data should have reasonable range of possible scores as a restricted range may be 
possible due to sampling error (Black, 1999). While many participants were expected to 
have completed 0, 1 or 2 training modules, it is possible a relatively small number of 
faculty members have taken three or more training modules. Another limitation of this 
study is the respondents’ ratings of job satisfaction were captured at only a specific point 
in time. This is not a longitudinal study with job satisfaction data collected over a period 
of time, for example before and after the completion of training modules. As this study 
was not a longitudinal study, the investigator was not able to measure individually 
whether job satisfaction changes over time as a result of participating in training 
activities. 
Using a correlational design can result in being unable to determine causality as 
well as difficulties in understanding if unknown variables affect the relationship (Black, 
1999). It is sometimes difficult to determine which variable causes the other, and for 
some variables, the causal pattern may operate in both directions (Vogt, 2007). For 
example, faculty members who report experiencing less training may also report lower 
job satisfaction but perhaps the relationship operates the other direction. Meaning, if a 





training opportunities. The use of regression analysis helped determine the strength of the 
relationship between variables and allows for predictions to be made on the basis of that 
relationship (Black, 1999).  
A fifth problem, the extraneous variables problem, is a surprisingly strong 
limitation for the proposed study. An unknown third variable may influence the outcome 
of this study. One use of regression analysis is to determine the importance of the 
independent variable (Vogt, 2007). Prior research outlined in the literature review shows 
job satisfaction has a host of contributing factors that may exert influence on the study 
results. While it was not possible to control for all the covariates which may relate to job 
satisfaction, the variables of age and gender were controlled in this analysis. The effect of 
the variables of age and gender were the primary reason regression was used rather than 
t-tests or correlation. The use of regression analysis allowed for the demographic 
variables of age and gender to be analyzed, as well as offer a degree of control for these 
issues (Vogt, 2007). These variables were included in the demographic section of the 
survey. 
The IJS is an 18-item instrument, which is relatively lengthy, to determine job 
satisfaction. Some researchers have used as few as three items (Hung & Wong, 2007) 
while other researchers have used one item to ascertain overall job satisfaction (de Grip et 
al., 2009). The 22-item survey, and the time commitment to complete the survey, did not 
seem to present a hardship for participants as 148 of 164 respondents completed every 
question of the survey. The researcher asked faculty members to self-report the number 
of online course modules the participant experienced. Respondents may have been unable 





Similarly, faculty respondents may have been unwilling or unable to isolate feelings of 
job satisfaction for only teaching online, for example if the respondent performs 
administrative tasks or F2F teaching. This study reminded faculty members as part of the 
online survey to answer job satisfaction questions from the mental context of teaching 
online for the ICCOC. 
Finally, the researcher decided to analyze the effect of training on overall job 
satisfaction, not specific aspects of job satisfaction which may be impactful in the online 
environment. Work related factors such as autonomy (Seifert & Unbach, 2008) and 
achievement (Gautreau, 2011) may also affect overall job satisfaction. This study focused 
only on the effect of training on overall job satisfaction. 
Delimitations 
Delimitations are established by researchers to demarcate boundaries in a study 
(Creswell, 2009). The largest delimitations for this study include the fact that one 
institution (the ICCOC) and one academic year (2011-2012) was researched for this 
study. Other, delimiting factors for this study included a limited sample size due to the 
online nature of the study, and the limited time period which the study was open. The 
method of data collection may limit respondents, not because online faculty are 
unfamiliar with online tools, but rather due to the time online course teaching and 
development requires (Johnson, 2008).    
Ethical Assurances 
The author sought Northcentral University Institutional Review Board (IRB) 
approval, and no data was collected before IRB approval (Appendix H). Permission was 





survey faculty members who taught for the ICCOC during the 2011-2012 academic year. 
General ethical standards that applied to this study included the risks of confidentiality 
and privacy, as well as loss of time (Belmont Report, 1979). In an attempt to minimize 
these risks, participants were informed about the purpose of the study, the risks as well at 
the benefits, and each participant had the freedom to remove themselves from the study at 
any time through language in both the email invitation to participate and a consent form 
which was posted as the first page of the online survey (Appendix G). Cozby (2009) 
noted informed study participants may decide to withdraw from the research study. To 
reduce the possibility of subjects withdrawing, the benefits of the research study were 
presented to participants both as part of the email invitation and on the first screen of the 
survey before participants consent to take the survey. Participants were advised that they 
could withdraw from the study at any time without consequences. Participants were also 
advised that survey completion was completely voluntary and anonymity was assured. 
One issue, the difficulty of confirming the adult status of online participants, did not have 
a ready solution. The author sent the survey link to participants primarily through 
employee email accounts in an attempt to reduce that specific risk.  
A risk of any study, including the current study, is ensuring individual privacy. 
The Internet company SurveyMonkey® was used to collect data with no personal 
identifiers, including names or identifying information, requested to ensure the 
anonymity of participants. After the data was downloaded from SurveyMonkey®, the 
data was stored on a laptop with access protected by a password. No data was shared 
beyond the investigator, and all data will be retained for a total of 5 years then destroyed. 





who desire the information. The researcher has also given prospective respondents 
adequate information to make the decision to take part in a study, including study details. 
Overall, there is minimal risk with an online survey (Belmont Report, 1979). 
Summary 
Using a quantitative, correlational study, the relationship between training and job 
satisfaction was investigated using self-reported surveys. As part of the study, 497 online 
faculty members from the ICCOC were invited to participate in a one-time online survey. 
Care was taken to obtain IRB permission before any data was collected using an online 
survey. A consent form was used as part of the survey where respondents were able to 
elect to participate in the survey after the benefits and drawbacks of participation were 
explained. The survey included the Index of Job Satisfaction (Brayfield & Rothe, 1951) 
and data were collected by SurveyMonkey® (http://www.surveymonkey.com/). The 
survey data was downloaded into SPSS at the conclusion of the survey window and was 
analyzed using regression analysis. Regression analysis allowed the variables of training 
and overall job satisfaction to be examined, while controlling for the factors of age and 
gender which were emphasized in a review of the literature. 
Ultimately, this research study sought to examine the relationship between 
training and job satisfaction, while controlling for age and gender, for online faculty 
members. Limitations of this study included: a number of unknown covariates, the fact 
that this research is not a longitudinal study, and using this study design the researcher 






Chapter 4: Findings 
The purpose of this quantitative, correlational study was to examine whether the 
presence and amount of training received through the online course modules predicted 
the level of job satisfaction reported by online faculty members who work for the 
ICCOC. The chapter begins by revisiting the research questions and is followed closely 
by research findings. This chapter is organized into three sections beginning with study 
results, evaluation of findings compared to the literature review, and concludes with a 
summary of key points.  
The following research questions and hypotheses used to guide this study were: 
Q1. What relationship, if any, exists between training, defined as yes/no 
completion of any Pearson eTeaching Institute® training modules, and job satisfaction 
reported among faculty members who teach online for the ICCOC, controlling for age 
and gender? 
H10. There is no relationship between training, defined as yes/no completion of 
any Pearson eTeaching Institute training modules, and job satisfaction reported among 
faculty members who teach online for the ICCOC, controlling for age and gender.  
H1a. There is significant relationship between training, defined as yes/no 
completion of any Pearson eTeaching Institute training modules, and job satisfaction 
reported among faculty members who teach online for the ICCOC, controlling for age 
and gender.   
Q2. What relationship, if any, exists between training, defined as the number of 
Pearson eTeaching Institute® training modules completed, and job satisfaction reported 





H20. There is no relationship between training, defined as the number of Pearson 
eTraining Institute training modules completed, and the job satisfaction reported among 
faculty members who teach online for the ICCOC, controlling for age and gender. 
H2a. There is significant relationship between training, defined as the number of 
Pearson eTraining Institute training modules completed, and the job satisfaction reported 
among faculty members who teach online for the ICCOC, controlling for age and gender. 
Results 
After the Institutional Review Board at Northcentral University authorized the 
current study, three email invitations sent out over a period of three weeks with a link to 
the online instrument. The email invitations were distributed by blind copy to 497 of 
faculty. Of the 497 e-mails, 5 were undeliverable, leaving a population of 492 faculty 
members. Of the 492 faculty members, 164 responded providing a response rate of 
33.3%. An a priori power analysis estimated 81 responses would achieve a power of 0.80. 
An online survey hosted by SurveyMonkey® (http://www.surveymonkey.com/) collected 
participant results for analysis. 
The responses were then entered into the Statistical Program for Social Sciences 
(SPSS) v21 and analyzed. There were a total of 16 incomplete questionnaires. These 
questionnaires were generated when a respondent followed a link to the survey but did 
not answer all of the questions. Three respondents answered the first question only, two 
respondents answered approximately half of the survey, and ten respondents missed one 
or more of the questions. As an initial power analysis indicated the need for 81 
respondents, the surveys with missing data were excluded in the analysis. While 164 





final response rate of 30.1%. This exceeded the required sample size of 81 faculty 
members as determined by the previously performed G*Power a priori analysis. Nine 
items of the IJS were reverse scored; these items were transformed before descriptive 
statistics were calculated. 
The use of regression analysis assumes a linear relationship between variables 
(Triola, 2008). The variables under consideration for this study were a mix of categorical, 
ordinal, and interval. The variables of training, defined as a yes/no variable, and gender 
were categorical variables in this study. The variable of age was treated as an ordinal 
variable as age ranges were used and grouped primarily by decade. The variable of 
training, defined as the number of course modules each faculty member completed, was 
considered an interval variable. These were the first four questions asked in the survey 
(Appendix E). 
A scatterplot analysis of each type of variable was performed in SPSS to visually 
check the response data for linearity and outliers. A visual analysis revealed no 
unexpected outliers for the variables of training, age or gender. The scatterplots are 
available for review in Appendix I.  
Initially, descriptive statistics were computed for all study variables. Participants 
were a mix of male and female, while more women who responded (n= 98) than men (n= 
50). In this study sample, fewer participants completed one or more modules (n=55) than 
those who did not complete a single course module (n=93). Respondents tended to vary 







Faculty Demographic Information  
      






      
Gender    
    Male   50 33.8%  
    Female 98 62.8%  
Age      
    < 30 3 2.0%  
    31-39   25 16.9%  
    40-49 35 23.6%  
    50-59   39 26.4%  
    > 60 45 31.1%  
 
Course Module Completion   
 
   Completed no modules 93 62.8%  
   Completed 1 or more modules 55 37.2%  
    
 
The number of respondents who had not completed a Pearson course module (n= 
93) outpaced the respondents who had completed a course (n= 55). The following Tables 
3 and 4 summarize course module completion by age and gender. Additional data is 
presented in Appendix J regarding overall job satisfaction and the variables of age and 







Course Module Completion by Age 
 
    Age    
  <30 31-39 40-49 50-59 >60 Total 
0 online modules 
completed 
n 3 17 24 25 24 93 
 % 3.2% 18.3% 25.8% 26.9% 25.8%  
1 or more online 
modules completed 
n 0 8 11 14 22 54 
 % 0.0% 14.8% 20.4% 25.9% 40.7%  
        
 
 
Table 4       
Course Module Completion by Gender      
       
    Gender  
    Male Female Total 
       
0 online modules completed n 33 60 93 
   % 35.5% 64.5%  
1 or more online module completed n 17 38 55 
   % 30.1% 69.1%  
       
       
This study used the Index of Job Satisfaction (IJS) by Brayfield and Rothe (1951) 
to calculate an overall job satisfaction score for each respondent. The Likert scoring 
weights for each item of the Index of Job Satisfaction (IJS) ranged from 1 (strongly 
agree) to 5 (strongly disagree) with half of the instrument reverse scored. The range of 
possible total scores was 18 to 90. The undecided or neutral point was at 54 (Brayfield & 
Rothe, 1951). The overall job satisfaction scores for this sample was 33 to 86, with a 
range of 53. The mean overall job satisfaction score was 69.88, the median was 71. The 
standard deviation of this sample was 9.16. The results create a left skewed data curve 
with two potential outliers of job satisfaction scores of 33 and 34. The next lowest job 





that is three standard deviations away from the mean. The researcher chose to leave both 
data points for analysis because there were two data points, and because of the 
assumption that respondents were being truthful and honest when completing the job 
satisfaction instrument. A histogram of the responses is included in Appendix K. The 
descriptive statistics for the overall job satisfaction reported by this sample are 
summarized in Table 5.  
Table 5 
Descriptive Statistics for Overall Job Satisfaction 
     
Mean 69.88  
Median 71.00  
Standard Deviation   9.16  
Range 53  
Minimum   33.00  
Maximum 86.00  
   
 
Job satisfaction was stratified by age, gender, and whether a faculty member 
received training or not. Those results are presented in Table 6. A couple of notable 
features can be detected through observation. Men exhibited higher attitudes of job 
satisfaction in their work at the ICCOC (mean = 70.74) than women (mean = 69.43). 
Overall job satisfaction scores increased with training (Yes training = 70.93; No training 
= 69.27) and job satisfaction scores tended to increase with age (<30 = 71.33; 31-39 = 







Select Job Satisfaction Scores by Demographic 
     
Population Mean 69.88  
Mean Male Job Satisfaction Score 71.74  
Mean Female Job Satisfaction Score 69.43  
Faculty Who Reported Training Module Completion 70.93  
Faculty Who Did Not Report Training Module Completion 69.27  
Mean Job Satisfaction Score by Age   
     <30 71.33  
     30-39 65.64  
     40-49 70.46  
     50-59 70.26  
     >60 72.87  
 
Research Question 1 asked, using regression to account for age and gender, what 
relationship, if any, exists between training, defined as yes/no completion of any Pearson 
eTeaching Institute® training modules, and job satisfaction reported among faculty 
members who teach online for the ICCOC? The first research question was answered 
through the use of regression analysis. The results of this analysis are presented in Table 
7. The relationship of particular interest in Research Question 1 is the study of the 
relationship between the variables of Yes/No Training and Overall Job Satisfaction. The 
level of significance that was used for this study was set at an alpha level of .05 (α = .05) 
and the p value for this variable was .463 > .05. Based on the p value, there is no 
evidence to support a relationship between training as a Yes/No variable and Overall Job 
Satisfaction, resulting in a failure to reject the null hypothesis. This study also controlled 
for the effect of Gender and Age when analyzing the relationship of training as a Yes/No 
variable and Overall Job Satisfaction. The p value for Gender in this study was .557 > .05 
which does not provide enough evidence to support a relationship between Gender and 





provide evidence of a relationship between Age and Overall Job Satisfaction. R
2
 is an 
estimate of the total variance in the dependent variable which is explained or predicted by 
all the independent variables (Vogt, 2007). The R
2
 for the variables of Yes/No training, 
Gender and Age for Research Question 1 was .048. 
Table 7 
Predictions of Overall Job Satisfaction by Yes/No Training 
Variable  B 
 
SE β p 
      
Intercept  63.544 4.939  .000 
Gender  .932 1.583 -.048 .557 
Yes/No Training  1.147 1.558 -.061 .463 
Age  1.522 .664 .190 .023 
    
Note. n=148. R
2
 = .048 (Adjusted R
2
 = .028) 
 
Based on Table 7, the resulting linear equation for this model is as follows: 
Overall Job Satisfaction = 63.544 + 0.932*(Gender) + 1.147 (Training) + 1.522 (Age 
Range). The regression equation allows researchers to see the effect on one variable when 
the other variable changes by some specific amount (Triola, 2008). The regression 
equation helps to predict overall job satisfaction when the other variables are known.  
In conclusion, there is not enough evidence to support a relationship between 
Yes/No training and Overall Job Satisfaction for Research Question 1. There is also not 
enough evidence to support a relationship between Gender and Overall Job Satisfaction 
in this sample. There is enough evidence to conclude there is a relationship between Age 
and Overall Job Satisfaction among faculty members who teach online for the ICCOC.  
Research Question 2 asked, using regression to account for Age and Gender, what 
relationship, if any, exists between training, defined as the number of Pearson eTeaching 





members who teach online for the ICCOC? The results of Research Question 2 are 
presented in Table 8. Of particular interest in this study is the relationship between 
Increased Training and Overall Job Satisfaction.  The level of significance that was used 
for this study was set at an alpha level of .05 (α = .05) and the p value for this variable 
was .330 > .05.  Based on the p value, there is no evidence to support a relationship 
between Increased Training as a continuous variable and Overall Job Satisfaction, 
resulting in a failure to reject the null hypothesis.  
This study also controlled for the effect of Gender and Age when analyzing the 
relationship of Increased Training as a continuous variable and Overall Job Satisfaction. 
The p value for Gender in this study was .542 > .05 which does not provide enough 
evidence to support a relationship between Gender and Overall Job Satisfaction. The p 
value for Age in this study was .028 < .05 which does provide evidence of a relationship 
between Age and Overall Job Satisfaction. R
2
 is an estimate of the total variance in the 
dependent variable which is explained or predicted by all the independent variables 
(Vogt, 2007). The R
2
 for the variables of Increased Training, Gender and Age for 
Research Question 2 was .050. 
The use of regression allows the researcher to identify the unique contribution of 
each predictor variable to the dependent variable (Vogt, 2007). Based on Table 8, the 
resulting linear equation for this model is as follows: Overall Job Satisfaction = 63.675 + 
.968*(Gender) + .760 (Increased Training) + 1.477 (Age Range). The regression equation 
allows researchers to see the effect on one variable when the other variable changes by 
some specific amount (Triola, 2008). Adding each variable of gender, increased training 






Predictions of Overall Job Satisfaction by Increased Training 
Variable  B 
 
SE β p 
      
Intercept  63.675 2.514  .000 
Gender  .968 1.581 -.050 .542 
Increased Training  .760 .778 .081 .330 
Age  1.477 .667 .185 .028 
    
Note. n=148. R
2
 = .050 (Adjusted R
2
 = .031) 
 
 In conclusion, there is not enough evidence to support a relationship between 
increased training and overall job satisfaction for Research Question 2. There is also not 
enough evidence to support a relationship between gender and job satisfaction in this 
sample. There is enough evidence to conclude there is a relationship between age and job 
satisfaction among faculty members who teach online for the ICCOC. 
 In summary, the null hypothesis for Research Question 1 cannot be rejected. The 
result is that the alternative hypothesis cannot be supported by the data from this sample 
of ICCOC online faculty members. The same holds true for Research Question 2. The 
null hypothesis for Research Question 2 cannot be rejected and the alternative hypothesis 
cannot be supported.  
Evaluation of Findings 
 
The study findings are briefly reported and evaluated in this section. Special 
attention is directed at the findings of this study compared to previous research uncovered 
in the literature review. The findings of this study were rather incremental in nature, as 
explained below. 
Job satisfaction is a topic that has been studied repeatedly over time in different 





investigation of overall job satisfaction for faculty members who teach online. The use of 
the Index of Job Satisfaction (IJS) was used to determine the overall job satisfaction level 
of online faculty members. The midpoint of the IJS is 54 and in this study, the mean 
overall job satisfaction score of this sample of ICCOC faculty members was significantly 
higher at 69.89. This study confirms previous research (Gappa, Austin, & Trice, 2007; 
Hurtado & DeAngelo, 2009; Lin, Pearce & Wang, 2009; Pearson & Seiler, 1983) that 
faculty members are relatively satisfied in they work that they do.  
Research Question 1. What relationship, if any, exists between training, defined 
as yes/no completion of any Pearson eTeaching Institute® training modules, and job 
satisfaction reported among faculty members who teach online for the ICCOC, 
controlling for age and gender? 
The p value of the variable yes/no training (p=.463 > .05) indicated there was 
insufficient evidence to indicate a relationship between training as a yes/no variable as a 
predictor of overall job satisfaction, controlling for age and gender, as reported in Table 
6. In this study, there was also not enough evidence (p=.557 > .05) to confirm a 
relationship between gender and overall job satisfaction in the sample, controlling for age 
and training. However, there was evidence of a statistically linear relationship between 
age (p=.023 <.05) and overall job satisfaction, controlling for training and gender. In 
conclusion, the answer to Research Question 1 is that there was not enough evidence to 
show a linear relationship between training, defined as a yes/no completion of any 
Pearson eTeaching Institute® training modules, and job satisfaction reported among 
faculty members who teach online for the ICCOC, controlling for age and gender. This 





training increases overall job satisfaction for online faculty members, but the effect was 
not significant in this study.  
An evaluation of the findings of Research Question 1 reveals the following. The 
presence of training, in the form of completing a single online course module, was not 
found to increase job satisfaction in a statistically significant way in this study. This 
finding was somewhat unexpected. The literature review had indicated that as training 
increased, job satisfaction increased as well (Dardar et al., 2011; Hartline & Ferrell, 
1996; Jones, 2008; Sahinidis & Bouris, 2008). A potential explanation for this finding is 
the variety of training options offered to faculty members through the ICCOC such as 
face-to-face training, spring conferences, workshops, and other training options. As the 
ICCOC offers different ongoing training opportunities, the presence of those alternatives 
may partially account for overall high job satisfaction scores. As the ICCOC offers many 
different types of training, the online training modules do not independently contribute 
significantly to overall job satisfaction of ICCOC faculty members. Various studies have 
issued a call to administrators to develop web based training modules for faculty training 
(Pagliari, Batts, & McFadden, 2009; Kanuka, Jugdev, Heller, & West, 2008).  
A review of the literature predicted job satisfaction to increase as age increased 
(Amalia, & Nikolaos, 2009; Bolin, 2007; Lin et al., 2009; Schroder, 2008; Tillman & 
Tillman, 2008; Zhang et al., 2008) and this was confirmed in this study as well. A review 
of the literature also predicted job satisfaction to show a statistically significant difference 
based on gender (Absher, 2009; Bolin, 2007; Bozeman & Gaughan, 2011; Hurtado & 





Murphy, Rice, &Morelli, 2009; Zhang, Verstegen, & Kim, 2008), but that was not the 
case in this study.  
Research Question 2. What relationship, if any, exists between training, defined 
as the number of Pearson eTeaching Institute® training modules completed, and job 
satisfaction reported among faculty members who teach online for the ICCOC, 
controlling for age and gender? Insufficient evidence was found to indicate a relationship 
between additional training (p=.330 >.05) and overall job satisfaction, controlling for age 
and gender. There was also not statistically significant evidence to confirm a relationship 
between gender (p=.542 > .05) and overall job satisfaction in this sample, controlling for 
age and training. However, there was evidence of a statistically significant relationship 
between age (p=.028 <.05) and overall job satisfaction, controlling for training and 
gender. 
Based on the literature review (Ayres & Malouff, 2007; Costen & Salazar, 2011; 
Taormina, 1999), there was an anticipated positive relationship between increased 
training and increased job satisfaction. The results of this study have offered additional 
information in the direction that supporting additional training increases overall job 
satisfaction for online faculty members, but the effect is not significant in this study. 
While not significant in this study, men exhibited higher attitudes of job satisfaction in 
their work at the ICCOC (mean = 70.74) than women (mean = 69.43) confirming 
findings from other studies highlighted in the literature review (Absher, 2009; Bolin, 
2007; Bozeman & Gaughan, 2011; Hurtado & DeAngelo, 2009; Johnson, 2010; 
Sabharwal & Corley, 2009; Spivey, Chrisholm-Burns, Murphy, Rice, &Morelli, 2009; 





satisfaction increased with age confirms other studies covered in the literature review 
(Amalia & Nikolaos, 2009; Bolin, 2007; Lin et al., 2009; Schroder, 2008; Tillman & 
Tillman, 2008; Zhang et al., 2008).  
An evaluation of the findings of Research Question 2 reveals the following. The 
presence of training, in the form of completing additional online course modules, was not 
found to increase job satisfaction in a statistically significant way in this study. This 
finding was also somewhat unexpected based on a review of the literature. The literature 
review had indicated that as training increased, job satisfaction increased as well (Dardar 
et al., 2011; Hartline & Ferrell, 1996; Jones, 2008; Sahinidis & Bouris, 2008). A potential 
explanation for this finding is the variety of training options offered to faculty members 
through the ICCOC such as face-to-face training, spring conferences, workshops, and 
other training options. As the ICCOC offers different ongoing training opportunities, the 
presence of those alternatives may partially account for generally high overall job 
satisfaction scores. As the ICCOC offers many different types of training, the online 
training modules may not independently contribute significantly to overall job 
satisfaction of ICCOC faculty members.  
 Summary 
The purpose of this quantitative, correlational study was to examine whether the 
presence and amount of training received through the online course modules predicted 
the level of job satisfaction reported by online faculty members who work for the 
ICCOC, while controlling for age and gender. A review of the literature indicated age and 





appropriate model to control for the variables of age and gender while analyzing the 
relationship between training and overall job satisfaction.  
This study found that neither completing a single course module nor completing 
one or more course modules was a significant factor when predicting overall job 
satisfaction at p<.05 level, controlling for age and gender. The analysis of each training 
variable did offer support in the direction of training possibly affecting overall job 
satisfaction; however, the support was not statistically significant. In this study, the effect 
of gender is likewise not significant at p<.05 level. However, the results of this study did 
support previous research and found the variable of age to be a statistically significant 






Chapter 5: Implications, Recommendations, and Conclusions 
 
Online educational opportunities for students and faculty continue to grow 
globally (Lynch & James, 2012), in the United States (Allen & Seaman, 2011; Moloney 
et al., 2010), and specifically at the Iowa Community College Online Consortium 
(ICCOC). Faculty members need to be trained to deliver quality coursework online, and 
the ICCOC trains online faculty through various methods such as: F2F training at each 
campus, a Spring Conference, Fall Workshop, and faculty mentor colleagues, as well as 
through six online course modules currently negotiated into the Pearson Learning 
Studio© contract. As research has found the benefits of faculty job satisfaction to be 
improved retention and student achievement (De Paola, 2009; Huysman, 2008; Willis & 
Varner, 2010), and, as the ICCOC is using the online course modules as a means to train 
and support online faculty, the specific problem is the ICCOC does not know whether the 
expensive online course modules result in increased job satisfaction for online faculty 
members. The purpose of this quantitative, correlational study was to examine whether 
the presence and amount of training received through the online course modules 
predicted the level of job satisfaction reported by online faculty members who work for 
the ICCOC, while controlling for the variables of age and gender.  
The relationship between training and overall job satisfaction was analyzed with a 
quantitative method and correlational study design using regression analysis for both 
research questions. A one-time online survey was sent to all ICCOC faculty members 
who taught online for the ICCOC during the 2011-2012 academic year to collect data on 
training received and overall job satisfaction. The study population was comprised of 





Regression analysis was used to identify the degree of relationship, if any, between a) 
training (yes/no) and job satisfaction and b) training (how much) and job satisfaction for 
online faculty members. The use of regression in this study allowed for the control of 
variables including age and gender which are known to be related to faculty satisfaction. 
As the goal of this study was to examine the relationship between the variables of 
training and job satisfaction, quantitative analysis is a better fit than other research 
alternatives.  
This research design did have inherent limitations. A correlational design lacks 
random assignment to a control group and prevents the investigator from determining 
causality as the variables under investigation may affect each other (Vogt, 2005). 
However, the use of regression analysis to answer the research questions allowed for the 
ability to make predictions without presuming causality (Vogt, 2007). A second 
limitation of this study is that only ICCOC faculty members were surveyed, and study 
findings should be confined to ICCOC faculty population and the results may not be 
generalizable to other faculty who teach online at other institutions. A third limitation 
with the correlational design is participants were not randomly assigned to groups while 
the researcher manipulated one variable to determine the effects on another variable. The 
respondents were grouped according to whether they had previously taken an online 
course module or not. Another limitation of this study is the respondents’ ratings of job 
satisfaction were captured only at a specific point in time. This is not a longitudinal study 
with job satisfaction data collected over a period of time, for example before and after the 





Another problem was related to the extraneous variables in the study and was a 
surprisingly strong limitation for this study. The literature review showed job satisfaction 
has a host of contributing factors that may exert influence on the study results. While it 
was not possible to control for all the covariates which may relate to job satisfaction, the 
variables of age and gender were controlled in this analysis through the use of regression 
analysis.  
The ethical dimensions of this study were minimal. The author sought 
Northcentral University Institutional Review Board (IRB) approval, and no data were 
collected before IRB approval. General ethical standards that applied to this study 
included the risks of confidentiality and privacy, as well as loss of time (Belmont Report, 
1979). In an attempt to minimize these risks, participants were informed about the 
purpose of the study, the risks as well at the benefits, and each participant had the 
freedom to remove themselves from the study at any time through language in both the 
email invitation to participate and a consent form which was posted as the first page of 
the online survey (Appendix G). Participants were advised that survey completion was 
completely voluntary and anonymity was assured. In an attempt to reduce the specific 
risk of confirming the adult status of online participants, the survey link was emailed to 
participants primarily through an employee email account.  
A risk of the current study was ensuring individual privacy. The Internet company 
SurveyMonkey® was used to collect data. No names or identifying information was 
requested to ensure the anonymity of participants. After the data was downloaded from 
SurveyMonkey®, the data was stored on a laptop with access protected by a password. 





The remainder of the chapter will discuss the implications of the study findings. 
Each research question will be examined, followed by summarized findings and 
conclusions. Recommendations for practice and future research will be discussed and 
finally conclusions of the study will be presented. 
Implications 
Before analyzing each research question, specific limitations that may pertain to 
each research question will be considered. Following the limitations of the study, each of 
the research questions and hypotheses which guided this study are presented followed by 
a discussion of implications for each question with regards to the problem, purpose and 
significance of the study. Finally, the findings will be compared with the literature review 
covered in Chapter 2.  
One limitation of this study was that only ICCOC faculty members were 
surveyed, and this study did not focus on faculty members who taught online for a wide 
number of institutions. In this case it is common practice to confine the findings only to 
the population of ICCOC faculty that was sampled and the results may not be 
generalizable to a broader population of faculty who teach online or to other types of 
organizations (Vogt, 2007). A further limitation of the current proposed study was the use 
of a convenience sample of ICCOC faculty members, which again limited the 
generalizability of the results beyond this population. The timing of the survey was 
critical in the author’s eyes. The author felt the survey could not be offered at the 
beginning or the end of an online course due to the additional time required for course 
preparation at the beginning of the semester and grading at the end of the semester for 





of July. While the response rate for this population was adequate, the response rate may 
have been hindered somewhat because the email requests were sent in the summer when 
ICCOC faculty members may not have office hours. 
This study assumed respondents followed the instructions presented, attempted to 
answer each question without bias, and considered only their feeling of job satisfaction in 
relation to teaching online. However, as some respondents teach online and face-to-face 
(F2F) simultaneously, there is potential for skewed responses. 
This study did not include the other training options available to ICCOC faculty 
members such as F2F training sessions via trainers, conferences, and workshops. The 
purpose of this research study was simply to evaluate the effect of one training program 
option, whether the completion of a single Pearson® online training module affected 
overall job satisfaction reported. Additionally, a review of the literature indicated there 
were many other variables which contributed to the job satisfaction of an online faculty 
member such as student characteristics (Bolliger & Wasilik, 2009; Hiltz et al., 2010; 
Hoyt et al., 2007; Kyei-Blankson, 2009), a highly interactive learning environment 
(Bolliger & Wasilik, 2009), and the mastery and creative application of new technologies 
(Rosser, 2005) which were beyond the scope of this study. 
Two additional limitations are worth noting. First, the results of this study may be 
time sensitive due to the changing nature of online instruction. Finally, the ICCOC is 
generally restricted to small schools and rural settings. A variance in job satisfaction may 
occur with larger institutions in urban locations.  
The study findings will be analyzed for Research Question 1 in the context of the 





analyzed as well. Finally, the findings will be analyzed and related to the literature review 
and the significance of the study will be discussed. 
Research Question 1. The following is a restatement of Research Question 1 and 
its associated null and alternative hypotheses: 
Q1. What relationship, if any, exists between training, defined as yes/no 
completion of any Pearson eTeaching Institute© training modules, and job satisfaction 
reported among faculty members who teach online for the ICCOC, controlling for age 
and gender? 
H10. There is no relationship between training, defined as yes/no completion of 
any Pearson eTeaching Institute© training modules, and job satisfaction reported among 
faculty members who teach online for the ICCOC, controlling for age and gender.  
H1a. There is significant relationship between training, defined as yes/no 
completion of any Pearson eTeaching Institute© training modules, and job satisfaction 
reported among faculty members who teach online for the ICCOC, controlling for age 
and gender.   
The p value of the variable yes/no training (p=.463 > .05) indicated there was 
insufficient evidence to indicate a relationship between training as a yes/no variable as a 
predictor of overall job satisfaction, controlling for age and gender. The purpose of this 
research question was to examine whether the presence of training received through the 
online course modules predicted the level of job satisfaction reported by ICCOC online 
faculty members, while controlling for the variables of age and gender. The answer to 
Research Question 1 is that training as a yes/no variable in this study does not predict the 





problem which guided Research Question 1 is the ICCOC did not know whether the 
Pearson© online course modules increased job satisfaction for online faculty members. 
The answer, based on the p values calculated by an analysis of the data, is that the online 
course modules do not contribute to ICCOC faculty satisfaction in a statistically 
significant way. 
The results of Research Question 1 do not support earlier findings that there was a 
positive relationship between training and job satisfaction. A review of the literature 
predicted there would be an increase in overall job satisfaction as training levels 
increased (Dardar et al., 2011; Hartline & Ferrell, 1996; Jones, 2008; Sahinidis & Bouris, 
2008). This study has offered additional information in the direction supporting the 
theory that training increases overall job satisfaction for online faculty members, but the 
effect was not significant in this study. Using R
2
 values, the percent of the variation in the 
dependent variable that is related to the independent variable can be determined. The R
2
 
for Research Question 1 was .048, meaning that the three variables combined explain 
4.8% of the variance in job satisfaction. The effect of the presence of training alone on 
overall job satisfaction was .8% (R
2
 = .008).  
The study is rather conclusive that among this sample the online course modules 
available through Pearson® do not effect overall job satisfaction as the p value (.463) is 
rather distant from .05 and R
2
 for Research Question 1 (R
2
 =.008) offers an extremely 
low level of prediction. For this reason it is not advisable for ICCOC leaders to offer an 
online course module for the sole reason of attempting to increase faculty satisfaction, as 
there is not statistical evidence to indicate the completion of a single online course 





study are inconclusive as to whether training in general increases job satisfaction for 
online faculty members who teach for the ICCOC as other forms of training offered by 
the ICCOC were not investigated as part of this study. In conclusion, the answer to 
Research Question 1 is that there is not enough evidence to show a relationship between 
training, defined as a yes/no completion of any Pearson eTeaching Institute© training 
modules, and job satisfaction reported among faculty members who teach online for the 
ICCOC, controlling for age and gender.  
Research Question 2. The following is a restatement of Research Question 2 and 
its associated null and alternative hypotheses:  
Q2. What relationship, if any, exists between training, defined as the number of 
Pearson eTeaching Institute© training modules completed, and job satisfaction reported 
among faculty members who teach online for the ICCOC, controlling for age and gender? 
H20. There is no relationship between training, defined as the number of Pearson 
eTraining Institute© training modules completed, and the job satisfaction reported among 
faculty members who teach online for the ICCOC, controlling for age and gender. 
H2a. There is significant relationship between training, defined as the number of 
Pearson eTraining Institute© training modules completed, and the job satisfaction 
reported among faculty members who teach online for the ICCOC, controlling for age 
and gender. 
There is insufficient evidence provided through this study to indicate a 
relationship between additional training (p=.330 >.05) and overall job satisfaction, 
controlling for age and gender for Research Question 2. The answer to Research Question 





training, defined as completion of one or more Pearson® eTeaching Institute© training 
modules, and job satisfaction reported among faculty members who teach online for the 
ICCOC, controlling for age and gender. The specific problem which guided this research 
question is the ICCOC administrators did not know whether the completion of additional 
Pearson® online course modules increased job satisfaction for online faculty members. 
The purpose of this research question was to examine whether the amount of training 
received through the online course modules predicted the level of job satisfaction 
reported by ICCOC online faculty members, while controlling for the variables of age 
and gender. Faculty who reported completing additional online course modules did not 
report statistically significant higher job satisfaction scores compared to faculty who had 
completed just one module. The results of this study do not support earlier findings that 
there was a positive relationship between training and job satisfaction. A review of the 
literature predicted there would be an increase in overall job satisfaction as training levels 
increased (Dardar et al., 2011; Hartline & Ferrell, 1996; Jones, 2008; Sahinidis & Bouris, 
2008). 
The results of Research Question 2 have offered additional information to support 
the theory that training increased overall job satisfaction for online faculty members, but 
the effect was not significant in this study. The R
2
 for this Research Question 2 was .050, 
meaning the three variables of increased training, age, and gender, combined explain 
5.0% of the variance in job satisfaction. The effect of the amount of training alone on 
overall job satisfaction was 1.3% (R
2
 = .013). 
The study is conclusive for this sample that completing additional online course 





(.330) was distant from .05 and R
2
 for Research Question 2 (R
2
 = .013) offered a rather 
low level of prediction. The results of this study are inconclusive as far as whether 
training in general increases job satisfaction for online faculty members who teach for the 
ICCOC as other forms of training offered by the ICCOC were not measured as part of 
this study. This study was also unable to support an exploratory study which concluded 
that online instructors should be provided with training which is delivered online 
(Kanuka, Jugdev, Heller, & West, 2008).  
Literature review.  
 
In a discussion of how to prepare F2F faculty to teach, training was shown to be 
significantly and positively connected with job satisfaction (Jones, 2008). Another study 
of online training showed specific distance learning training is recommended (Perreault 
et al., 2008). The results of a study to determine whether community college faculty 
members participated in training opportunities found a need for further development of 
training for faculty who teach online courses (Batts et al., 2010). These findings indicated 
the need for training for faculty members, and specifically online faculty members. 
Studies that have analyzed job satisfaction of online faculty members (Bolin, 2007; 
Gullickson, 2011) have not investigated whether the level of job satisfaction reported was 
related to training the faculty members received (Orr et al., 2009). This study sought to 
further explore training for online faculty members. This study also made a valuable 
contribution to existing knowledge by extending what is known about the relationship 
between training and job satisfaction in the online teaching and learning environment. 
In order to develop and sustain successful online programs, institutions are 





different mechanisms to support instructors when teaching online (Roman, Kelsey, & 
Lin, 2010). Other recommendations for online faculty members include regular training 
opportunities (Al Salman, 2011; Fish & Wickersham, 2009; Jackowski & Akroyd, 2010; 
Marek, 2009). The ICCOC has a systematic process of training online faculty members 
through F2F, conferences and workshops, faculty mentor colleagues, and online course 
modules. The present study does not refute the findings by Roman, Kelsey and Lin 
(2010), but evidence is not present to support a relationship between online course 
module completion and increased job satisfaction.  
A review of the literature predicted there would be high overall job satisfaction 
levels reported by faculty members. Compared with other professional fields, higher 
education enjoys an overall high level of faculty satisfaction (Gappa, Austin, & Trice, 
2007; Lin, Pearce & Wang, 2009). In one study, nearly three out of four faculty members 
(74.8%) reported high overall job satisfaction (Hurtado & DeAngelo, 2009). The 
National Study of Postsecondary Faculty (NSOPF) (2004) showed high degrees of 
overall job satisfaction for faculty (87.5%), regardless of appointment, career stage, 
institution, gender, or ethnic background (Gappa, Austin, & Trice, 2007). The results of 
this study support previous research findings. The faculty in this study had a mean overall 
job satisfaction score of 69.88 on a possible range of 18-90 where neutral was 54.  
Furthermore, the literature found overall job satisfaction to be related to age 
(Amalia, & Nikolaos, 2009; Bolin, 2007; Lin et al., 2009; Schroder, 2008; Tillman & 
Tillman, 2008; Zhang et al., 2008) and gender (Absher, 2009; Bolin, 2007; Bozeman & 
Gaughan, 2011; Hurtado & DeAngelo, 2009; Johnson, 2010; Sabharwal & Corley, 2009; 





2008). This study was able to extend research for the relationship between increased age 
and increased job satisfaction, but was unable to extend research for a relationship 
between gender and job satisfaction scores.  
Study significance. 
In spite of the work by Chen (2011) who noted the satisfaction of university 
faculty members with their current work environment can promote improved teaching 
quality, inquiries into faculty job satisfaction have been limited specifically to faculty 
satisfaction for online courses (Bair & Bair, 2011; Kearsley, 2010; Schulte, 2010). 
Faculty satisfaction also needs to be continuously assessed to assure quality educational 
experiences for faculty and students in the online context (Bozeman & Gaughan, 2011). 
This was a significant study because it helped leaders and administrators clearly 
understand the relationship between the online Pearson© training modules and job 
satisfaction for faculty members who teach online.  
Specifically, the findings from this study provided Iowa Community Online 
Consortium (ICCOC) leaders with information that is useful for decision making about 
whether or not the Pearson© training modules should be offered to ICCOC faculty 
members. The findings of this study show overall job satisfaction was not improved with 
the completion of one or more course modules.  
As faculty members with high levels of job satisfaction have proven to be a 
predictor of student achievement (Willis & Varner, 2010), this study is significant as 
previous research has identified job satisfaction levels affect the quality of faculty work, 
which may ultimately affect student persistence and retention (McLawhon & Cutright, 





(Haber & Mills, 2008) could lower job satisfaction as well. Other researchers have also 
found a positive relationship between faculty satisfaction and perceived quality of online 
courses (Rodriguez, Oom, & Montanez, 2008).  
Other findings.   
In Research Question 1, there was also not enough evidence (p=.557 > .05) to 
confirm a relationship between gender and overall job satisfaction in this sample, 
controlling for age and training received or no training received. Likewise, the results of 
Research Question 2 cannot confirm a statistically significant relationship between 
gender (p=.542 > .05) and overall job satisfaction, controlling for age and increased 
training in the form of additional course modules completed.  
In the analysis of Research Question 1, however there was evidence of a 
statistically significant relationship between age (p=.023 <.05) and overall job 
satisfaction, controlling for training and gender. Similarly, the results of Research 
Question 2 provide evidence of a statistically significant relationship between age 
(p=.028 <.05) and overall job satisfaction, controlling for training and gender as well. 
This study was able to support previous findings in the literature review that there is a 
statistically significant relationship (p=.023<.005) between increased age and feelings of 
overall job satisfaction controlling for training and gender (Amalia, & Nikolaos, 2009; 
Bolin, 2007; Lin et al., 2009; Schroder, 2008; Tillman & Tillman, 2008; Zhang et al., 
2008). 
For the ICCOC participants in this study, faculty members are generally highly 
satisfied with the work they do teaching online. The range of possible scores for this 





median of 71 which shows a fairly high level of job satisfaction for this population. 
Respondents indicated a high level of job satisfaction whether a Pearson® training 
module has been completed (mean = 70.93) or not (mean = 69.27). This study supports 
previous research confirming the generally high level of job satisfaction held by faculty 
members (Gappa, Austin, & Trice, 2007; Hurtado & DeAngelo, 2009; Lin, Pearce & 
Wang, 2009; Pearson & Seiler, 1983), that faculty members are relatively satisfied in 
they work they do. 
This study was unable to prove gender makes a significant difference in the job 
satisfaction experienced by faculty at ICCOC. The findings of this study did support 
previous research regarding the relationship between increased age and increased job 
satisfaction.  
Recommendations 
The emphasis of this study was to broadly determine the effect of training on job 
satisfaction for online faculty members. Specifically, this study analyzed if there was a 
relationship between Pearson® online course modules and overall job satisfaction for 
ICCOC faculty members. The results of this study indicated there was not a statistically 
significant relationship between training and overall job satisfaction for either research 
question. Thus, it is this researcher’s recommendation to not offer Pearson eTeaching 
Institute© training modules specifically for the sole reason of increasing job satisfaction. 
It is recommended that policy makers and educators continue to explore the 
reasons and rationale for continuing to include the Pearson eTeaching Institute© as part 
of the current Pearson Learning Studio© contract. Another recommendation would 





training opportunities. As each individual college does not require online course module 
completion, if applicable, decision makers should also continue to monitor reasons for 
requiring training module completion. The results of this study show that faculty job 
satisfaction increases with age, but there is not statistically significant differences 
according to gender. A final recommendation is that these findings can inform 
recruitment and hiring decisions of online faculty by the ICCOC. 
Areas of further research 
  
As the literature review identified various linkages between training and job 
satisfaction (Dardar et al., 2011; Hartline & Ferrell, 1996; Jones, 2008; Sahinidis & 
Bouris, 2008), and as this study only investigated the relationship of one type of training 
available to ICCOC faculty, it is possible the overall job satisfaction scores collected in 
this study reflect the impact of other training opportunities available to ICCOC faculty 
members. For these reasons a potential research question for the future may be, “Which 
training option offered by the ICCOC most closely predicts job satisfaction for ICCOC 
faculty members?” The analysis of which training method (F2F, workshop, conferences) 
predicts job satisfaction for ICCOC faculty members may be beneficial for ICCOC 
administrators to inform decisions of training and resource allocation. A second area of 
further research could explore if there is a relationship between training received and 
student satisfaction or training received and student evaluations.  
As is typical in field research, reasonable and practical considerations required the 
researcher to exclude some potentially interesting variables from the study. This study 
could be repeated and expanded simply by exploring other contributing factors of job 





Trower, 2009), mentoring opportunities and relationship with mentor (Ambrose, Huston 
& Norman, 2005), and accounting for other available training opportunities. Additionally, 
further research could explore if there is a relationship between training and student 
satisfaction or training and student evaluations. These findings could prove to be 
important in promoting student success by training faculty to be successful online 
instructors. Future research may also benefit from mixed methodology and a larger 
sample size in each of these suggestions. 
Conclusions 
The purpose of this study was to determine if the Pearson® online training 
modules contributed to overall online faculty job satisfaction at the ICCOC, either by 
faculty members taking a single module, or by taking more than one module. The 
regression analysis revealed the effects of the Pearson® online training modules are not 
strong enough in this study to indicate whether overall job satisfaction was significantly 
improved by the completion of either a single or multiple training modules. Thus, this 
study was unable to show training conclusively increases job satisfaction for ICCOC 
online faculty members. The results presented in this study show there is no relationship 
between completing a single training module and higher job satisfaction reported by 
online faculty members, controlling for age and gender. The results presented in this 
study also show there is no relationship between completing one or more online training 
modules and higher job satisfaction reported by online faculty members, controlling for 
age and gender.  
The results of this study have supported previous research findings that age is 





al., 2009; Schroder, 2008; Tillman & Tillman, 2008; Zhang et al., 2008). This study 
extended the knowledge concerning age and job satisfaction in the online faculty 
environment. However, the results of this study have not provided evidence that there is a 
significant relationship between gender and job satisfaction (Absher, 2009; Bolin, 2007; 
Bozeman & Gaughan, 2011; Hurtado & DeAngelo, 2009; Johnson, 2010; Sabharwal & 
Corley, 2009; Spivey, Chrisholm-Burns, Murphy, Rice, &Morelli, 2009; Zhang, 
Verstegen, & Kim, 2008) for this sample of faculty members from the ICCOC. This 
study did provide a benchmark of job satisfaction levels ICCOC faculty, and the faculty 
members who teach for the ICCOC report relatively high job satisfaction scores. This 
finding informs ICCOC administrators, and distance education leaders at ICCOC 
member institutions, as well as supports previous research stating faculty members 
experience relatively high job satisfaction levels (Gappa, Austin, & Trice, 2007; Hurtado 
& DeAngelo, 2009; Lin, Pearce & Wang, 2009; Pearson & Seiler, 1983). 
This research has sought to clarify the relationship between training and online 
faculty job satisfaction. Through the identification of variables that affect job satisfaction, 
ICCOC administration can make effective and sound decisions for the benefit of online 
faculty members. ICCOC leaders may use the results of this study to help determine 
whether the online course modules should be included in the next Pearson Learning 
Studio© contract. Additionally, because each college in the consortium has different 
training requirements, analyzing job satisfaction based on this training option can help 
university administrators make recommendations to each member college. The findings 
of this study, related to job satisfaction among ICCOC online faculty members, help to 





While the results of the study did not support the relationship between training and job 
satisfaction for online faculty members, there is evidence that more in-depth studies of 
the relationship between training and job satisfaction, and of training in the ICCOC, may 
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Appendix A: Authorization to Survey 
 
Dissertation Request 
Mark White [mwhite@scciowa.edu] 
Sent: Wednesday, June 19, 2013 1:32 PM  




I understand that you are attempting to determine if there is a relationship between 
training and job satisfaction for faculty members of the ICCOC. I know that you will be 
emailing ICCOC faculty members an email invitation to complete an anonymous online 
survey. The survey itself will be 22 questions total - 18 questions that relate to job 
satisfaction, 2 questions that relate to training, and one question each regarding age and 
gender. You estimate the survey will take 12 minutes to complete.  
 
The ICCOC has already provided you with a list of faculty and email addresses who 
taught eCourses during the 2011-2012 academic year. I know that you will be inviting 
faculty to anonymously respond to an online survey, and those responses will be 
confidential.  
 
I know that you are hoping to gather your data sometime in the next calendar year, 
possibly as early as this summer, and that you plan on having the online survey available 
for 3 weeks. The data that is collected will only be used for the work of your dissertation, 
that you will only be using the responses for your research, and that an executive 
summary will be made available upon request.  
 
I understand the nature of this study and I grant permission to Brian Hoekstra to proceed.  
 













Appendix B: Recruitment Email #1 
 
To:  Online Faculty from select ICCOC member institutions 
Subject: Dissertation Request - ICCOC Faculty Job Satisfaction Survey  
 
Dear faculty member and ICCOC colleague,  
 
My name is Brian Hoekstra, and I have taught courses online for the ICCOC since 2004 
with Northwest Iowa Community College, and was presented the e11 award in 2011. 
I am working on a Doctor of Education, with a specialization in Global Training and 
Development. I am closing in on the data collection phase of the dissertation, where my 
topic will be to analyze the “relationship between training and job satisfaction for faculty 
members who teach online”. 
 
The clickable link to the survey is below, and you can expect to answer the 22 question 
survey in approximately 12 minutes. The survey is currently open and will be available 
until July 12, 2013. The survey will ask demographic questions and questions regarding 
your thoughts on training and job satisfaction as it relates to the work that you do 
teaching online for the ICCOC. Please complete the survey to the best of your ability by 
selecting the most appropriate answer. 
 





Realizing job satisfaction to be an intensely personal attitude, individual survey responses 
will be strictly anonymous, and the data will be stored confidentially. All individual 
responses will remain confidential and anonymous. The data from this survey will be 
used by the researcher primarily for a doctoral dissertation, but may also be utilized to 
provide aggregate reports to interested faculty or ICCOC administrators. However, 
absolutely no individual survey responses will be released. All participation in this study 
is voluntary, and I am grateful for your participation.  
 
Thank you for partnering with me to meet these larger goals of discovering the 
relationship between training and job satisfaction, and thank you for the time you have 
already given to me out of your busy schedule –  
 













My dissertation topic will be to analyze the “relationship between training and job 
satisfaction for faculty members who teach online”. Specifically, through anonymous 
survey questions I will ask ICCOC faculty members to self-report whether they have 
taken the Pearson Learning Studio online coursework, and I will ask them to complete a 
job satisfaction instrument (the Index of Job Satisfaction by Brayfield and Rothe). To see 
how this study compares with previous studies in the field, I will also ask other 
demographic information such as age and gender. You can see this survey will yield 
some rich data! 
 
I will share the results of the study once all responses have been analyzed by sending a 





Appendix C: Recruitment Email #2 
 
To:  Online Faculty from selected ICCOC member institutions 
Subject: 2
nd
 Dissertation Request -  ICCOC Faculty Job Satisfaction Survey 
 
Dear faculty member and ICCOC colleague,  
 
This email is a reminder of an opportunity to participate in a job satisfaction survey as 
part of the requirements for a Doctor of Education. If you have already joined me in this 
study by participating in this survey, you have my deepest thanks and gratitude for 
helping me with this project.  
 
My name is Brian Hoekstra, and I have taught courses online for the ICCOC since 2004 
with Northwest Iowa Community College. I am working on a Doctor of Education, with 
a specialization in Global Training and Development. I am closing in on the data 
collection phase of the dissertation, where my topic will be to analyze the “relationship 
between training and job satisfaction for faculty members who teach online”. 
 
The clickable link to the survey is below, and you can expect to answer the 22 question 
survey in approximately12 minutes. The survey is currently open and will be available 
until July 12, 2013. The survey will ask demographic questions and questions regarding 
your thoughts on training and job satisfaction as it relates to the work that you do 
teaching online for the ICCOC. Please complete the survey to the best of your ability by 
selecting the most appropriate answer. 
 





Realizing job satisfaction to be an intensely personal attitude, individual survey responses 
will be strictly anonymous, and the data will be stored confidentially. All individual 
responses will remain strictly confidential and anonymous. The data from this survey will 
be used by the researcher primarily for a doctoral dissertation, but may also be utilized to 
provide aggregate reports to interested faculty or ICCOC administrator. However, 
absolutely no individual survey responses will be released. All participation in this study 
is voluntary, and I am grateful for your participation.  
 
Thank you for partnering with me to meet these larger goals of discovering the 
relationship between training and job satisfaction, and thank you for the time you have 
already given to me out of your busy schedule –  
 












My dissertation topic will be to analyze the “relationship between training and job 
satisfaction for faculty members who teach online”. Specifically, through anonymous 
survey questions I will ask ICCOC faculty members to self-report whether they have 
taken the Pearson Learning Studio online coursework, and I will ask them to complete a 
job satisfaction instrument (the Index of Job Satisfaction by Brayfield and Rothe). To see 
how this study compares with previous studies in the field, I will also ask other 
demographic information such as age and gender. You can see this survey will yield 
some rich data! 
 
I will share the results of the study once all responses have been analyzed by sending a 










Appendix D: Recruitment Email – Final 
 
To:  Online Faculty from selected ICCOC member institutions 
Subject: Final Dissertation Survey Request - ICCOC Faculty Job Satisfaction 
 
Dear faculty member and ICCOC colleague,  
 
My name is Brian Hoekstra, and I have taught courses online for the ICCOC since 2004 
with Northwest Iowa Community College. I am working on a Doctor of Education, with 
a specialization in Global Training and Development. I am in the data collection phase of 
the dissertation, where my topic is the “relationship between training and job satisfaction 
for faculty members who teach online”.  
 
The clickable link to the survey is below, and you can expect to answer the 22 question 
survey in approximately 12 minutes. The survey is currently open and will be available 
until July 12, 2013. The survey will ask demographic questions and questions regarding 
your thoughts on training and job satisfaction as it relates to the work that you do 
teaching online for the ICCOC. Please complete the survey to the best of your ability by 
selecting the most appropriate answer. 
 
This final email request is specifically for those of you who have taken (or are 
currently taking) one or more of the following courses - your participation will help 
to have a statistically viable sample: 
 
o EDU 101A – eCertification: Developing Online Courses 
o EDU 101B – eCertification: Teaching Online Courses 
o EDU 102 – Effectively Managing your Online Course 
o EDU 106 – Reviewing and Enriching your Online Course 
o EDU 107 - eCertification: Developing the Hybrid Course 
o EDU 2.0 – Creative Uses of Web 2.0 
 





Realizing job satisfaction to be an intensely personal attitude, individual survey responses 
will be strictly anonymous, and the data will be stored confidentially. All individual 
responses will remain strictly confidential and anonymous. The data from this survey will 
be used by the researcher primarily for a doctoral dissertation, but may also be utilized to 
provide aggregate reports to interested faculty or ICCOC administrator. However, 
absolutely no individual survey responses will be released. All participation in this study 
is voluntary, and I am grateful for your participation.  
 













My dissertation topic will be to analyze the “relationship between training and job 
satisfaction for faculty members who teach online”. Specifically, through anonymous 
survey questions I will ask ICCOC faculty members to self-report whether they have 
taken the Pearson Learning Studio online coursework, and I will ask them to complete a 
job satisfaction instrument (the Index of Job Satisfaction by Brayfield and Rothe). To see 
how this study compares with previous studies in the field, I will also ask other 
demographic information such as age and gender. You can see this survey will yield 
some rich data! 
 
I will share the results of the study once all responses have been analyzed by sending a 







Appendix E: Survey Questions 
Please complete the following 22 question survey. Please limit your responses to your 
online teaching position with the community college that is your employer and as a 
member of the Iowa Community College Consortium (ICCOC). 
 
1. What is your age? 




5 > 60 
 




3. Have you taken, or are currently taking, one or more courses from the following list: 
o EDU 101A – eCertification: Developing Online Courses 
o EDU 101B – eCertification: Teaching Online Courses 
o EDU 102 – Effectively Managing your Online Course 
o EDU 106 – Reviewing and Enriching your Online Course 
o EDU 107 - eCertification: Developing the Hybrid Course 
o EDU 2.0 – Creative Uses of Web 2.0 





4. Please indicate which course(s) you have taken, or are currently taking, from the 
following list (please mark all that apply): 
o EDU 101A – eCertification: Developing Online Courses 
o EDU 101B – eCertification: Teaching Online Courses 
o EDU 102 – Effectively Managing your Online Course 
o EDU 106 – Reviewing and Enriching your Online Course 
o EDU 107 - eCertification: Developing the Hybrid Course 
o EDU 2.0 – Creative Uses of Web 2.0 








JOB QUESTIONNAIRE by Brayfield and Rothe (1951) 
Some jobs are more interesting and satisfying than others. We want to know how people feel about different jobs. This 
blank contains eighteen statements about jobs. You are to cross out the phrase below each statement which best 
describes how you feel about your present job. There are no right or wrong answers. We should like your honest 
opinion on each one of the statements. Work out the sample item numbered (0). 
 
0. There are some conditions concerning my job that could be improved. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
1. My job is like a hobby to me. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
2. My job is usually interesting enough to keep me from getting bored. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
3. It seems that my friends are more interested in their jobs. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
4. I consider my job rather unpleasant. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
5. I enjoy my work more than my leisure time. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
6. I am often bored with my job. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
7. I feel fairly well satisfied with my present job. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
8. Most of the time I have to force myself to go to work, 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
9. I am satisfied with my job for the time being. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
10. I feel that my job is no more interesting than others I could get. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
11. I definitely dislike my work. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
12. I feel that I am happier in my work than most other people. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
13. Most days I am enthusiastic about my work. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
14. Each day of work seems like it will never end. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
15. I like my job better than the average worker does. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
16. My job is pretty uninteresting. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
17. I find real enjoyment in my work. 
STRONGLY AGREE  AGREE  UNDECIDED DISAGREE STRONGLY DISAGREE 
 
18. I am disappointed that I ever took this job. 





Appendix F: Brayfield-Rothe Job Satisfaction Scale (BRJS) Permission to Use 
 
American Psychological Association (2013) has granted the permission use this 
instrument under statutes of public domain:  
 
Brayfield, A., & Rothe, H. (1951). An index of job satisfaction. Journal of Applied  
Psychology, 35, 307-311.  
 
This material as a whole is now in the public domain. You may reuse it but please include 
a credit line citing the original source, and indicate that the content is in the public 
domain. The requester is responsible for obtaining permission for any individual items 
that were not originally copyrighted by APA.  
 
American Psychological Association (2011). Permissions page. Retrieved April 1, 2013,  






Appendix G: Informed Consent Form 
Training and Job Satisfaction 
Purpose. You are invited to participate in a research study being conducted for a 
dissertation at Northcentral University in Prescott, Arizona. The purpose of this study is 
to examine the link (if any) between training received and job satisfaction for online 
faculty members of the Iowa Community College Online Consortium (ICCOC). There is 
no deception in this study. 
Participation requirements. You will be asked to complete a total of 22 questions, which 
include demographic questions as well as items from the Index of Job Satisfaction by 
Brayfield and Roth (1951). The survey will take approximately 12 minutes to complete. 
Research Personnel. The following people are involved in this research project and may 
be contacted at any time: Brian Hoekstra (bhoekstra@nwicc.edu) and chair Dr. Leah 
Wickersham (lwickersham@ncu.edu).  
Potential Risk/ Discomfort. Although there are no known risks in this study, some of the 
information relates specifically to the work you do teaching online for the ICCOC. 
However, you may withdraw at any time and you may choose not to answer any question 
that you feel uncomfortable in answering. 
Potential Benefit. There are no direct benefits to you of participating in this research. No 
incentives are offered.  
Anonymity/ Confidentiality. The data collected in this study are confidential and 
anonymous. No personal data are collected. In addition, the survey data are made 
available only to the researcher associated with this project. 
Right to Withdraw. You have the right to withdraw from the study at any time without 
penalty. You may omit questions on any questionnaires if you do not want to answer 
them.  
We would be happy to answer any question that may arise about the study. Please direct 
your questions or comments to: Brian Hoekstra - bhoekstra@nwicc.edu 
Signatures 
I have read the above description of the relationship between training and job satisfaction 
study and understand the conditions of my participation. Proceeding to complete the 
survey indicates your agreement to participate in the study. 









Appendix H: Letter of IRB approval 
 
Notes for IRB review 
Name: Brian Hoekstra 
School of Education 





Thank you for your second submission of your IRB application and supporting 
documents based on the revisions provided to you.      
 
 All feedback has been addressed in your responses to the IRB application and the 
supporting documents. 
 
Decision status:  Approve  
 
Good luck with data collection.   Be sure to keep in close communication with your 
mentor and dissertation committee.  Keep in mind that if there are any changes to the 




Alice Yick, Ph.D. 









Appendix I: Scatterplots of Selected Data 
 
Figure 2.  Scatterplot of Yes/No Training and Overall Job Satisfaction Responses 
 
 





















Appendix J: Supplemental Tables 
 
Table 9 
Background Information of Faculty Members  
      








      
Gender    
    Male   50 33.8% 70.74 
    Female 98 62.8 69.43 
Age      
    < 30 3 2.0% 71.33 
    31-39   25 16.9% 65.64 
    40-49 35 23.6% 70.46 
    50-59   39 26.4% 70.26 
    > 60 45 31.1% 72.87 
 
Course Module Completion   
 
   Completed no modules 93 62.8% 69.27 
   Completed 1 or more modules 55 37.2% 70.93 
    






Pearson Course Modules Completed by Faculty Members 
     
EDU101A Number 36 
   % 65.5% 
EDU101B Number 36 
   % 65.5% 
EDU102 Number 5 
   % 9.1% 
EDU106 Number 3 
   % 5.5% 
EDU107 Number 4 
   % 7.3% 
EDU 2.0  Number 3 









Distribution of Course Modules 
Completed by Age      
 
          
    Age     
    <30 31-39 40-49 50-59 >60 Total 
          
0 Online Modules Completed n 3 17 24 25 24 93 
   % 3.2% 18.3% 25.8% 26.9% 25.8%  
1 Online Module Completed n 0 3 8 8 13 32 
   % 0.0% 9.4% 25.0% 25.0% 40.6%  
2 Online Modules Completed n 0 3 3 5 6 17 
   % 0.0% 17.6% 17.6% 29.4% 35.3%  
3 Online Modules Completed n 0 1 0 1 1 3 
   % 0.0% 33.3% 0.0% 33.3% 33.3%  
4 Online Modules Completed n 0 0 0 0 0 0 
   % 0.0% 0.0% 0.0% 0.0% 0.0%  
5 Online Modules Completed n 0 0 0 0 1 1 
   % 0.0% 0.0% 0.0% 0.0% 100%  
6 Online Modules Completed n 0 0 0 0 1 1 









Distribution of Course Modules Completed by Gender 
    
       
    Gender  
    Male Female Total 
       
0 Online Modules Completed n 33 60 93 
   % 35.5% 64.5%  
1 Online Module Completed n 9 22 31 
   % 29.0% 71.0%  
2 Online Modules Completed n 7 11 18 
   % 38.9% 61.1%  
3 Online Modules Completed n 1 2 3 
   % 33.3% 66.7%  
4 Online Modules Completed n 0 0 0 
   % 0% 0%  
5 Online Modules Completed n 0 1 1 
   % 0% 100%  
6 Online Modules Completed n 0 1 1 











Figure 6.  Frequency Histogram of Overall Job Satisfaction Responses 
 
